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P R E F A C E 
, Human resources form the most c r i t i c a l , dynamic and 
complex f ac to r in the management and development of an 
organisa t ion . Man power i s the r e a l wealth of country and 
since i t represents the labour force , i t plays a very 
dominant ro l e in the i n d u s t r i a l development of the country. 
Labour i s one of the most important f a c t o r s of production 
and i t i s the backbone of an organisa t ion . Personel Manager 
as such has assured g rea te r s igni f icance in modern Indus t r i a l 
e ra . 
The importance of workers in the modern Indus t r i a l System 
has been recognised. Hence, there i s a g rea t need for a c lear 
understanding of the S c i e n t i f i c methods of recrui tment of 
I ndus t r i a l labour . An attempt has been made to present the 
re levan t f ac t s and opinions on the recruitment p r a c t i c e s in 
the proper perspec t ive and in an object ive s p i r i t . In most 
i n d u s t r i a l o rganisa t ions of the Uttar Pradesh the problem of 
r ec ru i t ing competent labour in order to bui ld up a permanent 
i n d u s t r i a l team has been regarded the most c r i t i c a l problem , 
While labour can be a grea t a s s e t to the organisa t ion , they 
be come a problem i f the organisa t ion i s not able to r e c r u i t 
an e f f i c i e n t labour team, 
The fu ture prosper i ty and eff ic iency of an i n d u s t r i a l 
organisa t ion depends upon the e f f i c i e n t labour fo r ce . I t was 
f e l t t ha t in order to s t a b i l i z e the economic a c t i v i t y of the 
( i v ) 
country, greater emphasis should be laid on the scientific 
recruitment of labour. 
The need for the study of labour recruitment is specially 
greater in India as it has a vast land mass reasonably well 
endowed with natural resources accompanied by stable population 
and the third largest body of scientific and technical manpower, 
Dae to population expibsinn, there is tremendous unemployment in 
India. Despite the unemployment situation in the country, it is 
an uphill task to recruit efficient industrial labour. It is in 
this context that I have tried to make a systematic study of 
labour recruitment. Jt has been attempted to study the sources 
and the methods of recruitment of Industrial labour in Uttar 
Pradesh, 
The present study has been divided into five chapters. The 
first chapter gives an idea and meaning of the topic. Chapter 
Second carries out a deep study of different sources of Industrial 
labour supply in U.P. State. It has been found that there are 
numerous sources of labour recruitment in the state. 
The third chapter discusses the methods of recruitment of 
industrial Labour with a view of the conditions of Utter Pradesh. 
Recruitment practices in Uttar Pradesh Industries have been 
discussed in Chapter Fourth. 
The last chapter sums up the high-lights of the study and 
offers suggestions for the improvement of labour recruitment 
procedure. 
For the purpose of th i s study enquir ies were made through 
d i r e c t contact with Personnel Managers, workers and iihtrepreneurs, 
In t h i s study only s k i l l e d , semi-sk i l led , unsk i l l ed workers 
are taken up , while supervisory and managerial s ta f f has been 
excluded. 
However , in g e t t i n g the information presented ce r ta in 
problems . Ihe persons from whom the information was sought were 
hes i t an t in d isc los ing i t . Ihey were assured tha t i t would be 
used for purely academic purposes. Another problem was t h a t of 
i n a b i l i t y of the workers and entrepreneurs to give sa t i s f ac to ry 
answers on account of t h e i r i l l i t e r a c y . 
\v\) 
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C H A P T E R - I 
INmOiXJCTIOfJ: 
A b u s i n e s s by i t s n a t u r e i s dynamic and e x i s t s 
because of i t s economic performance i n a s o c i e t y . The 
e f f e c t i v e n e s s of an i n d u s t r i a l e n t e r p r i s e l a r g e or 
small i s Judged by i t s economic and s o c i a l r e s u l t s . 
In a compe t i t i ve economy, an i n d u s t r i a l concern i s 
r e s p o n s i b l e f o r producing goods and s e r v i c e s of high 
q u a l i t y and fo r e f f i c i e n t p e r s o n n e l . Bus iness o r g a n i -
s a t i o n s combine t h e i r r e s o u r c e s raw m a t e r i a l s and 
machines wi th workers , management l e a d e r s and, en-fcre -
p r e n e u r s . An i n d u s t r i a l concern can n o t a ch i eve i t s d e s i r e d 
common g o a l s wi th out e f f e c t i v e u t i l i s a t i o n of human 
r e s o u r c e s . Any i n d u s t r i a l work r e l a t e d t o p roduc t i on and 
d i s t r i b u t i o n , under taken f o r c e r t a i n raonetory c o n s i d e r a -
t i o n s i s termed a s " l abour" i n economics. Labour i n c l u d e s 
workers whose involvement i s d i r e c t l y i n the p r o c e s s of 
i n d u s t r i a l p r o d u c t i o n of d i f f e r e n t k i n d s i n d i f f e r e n t 
t y p e s of f a c t o r i e s . Ihus , l a b o u r i s a means of p r o d u c t i o n . 
The l abou r i s n o t only a means of p r o d u c t i o n , bu t 
a l s o an end of p r o d u c t i o n , Ihe l a b o u r c l a s s , i n o t h e r 
words i s n o t only an impor tan t segment of p r o d u c t i o n of t h e 
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state of Uttar Pradesh but also a beneficiary of the 
fruitful results of its development and the most 
significant instrument for the achievement of the 
objectives of the state. With the growing important roles 
of labour class of people in the development of the 
state and the nation as a whole » modern educationists 
have developed a separate subject which studies the 
well being of such workers, their recruitment and selection 
their betterment, st.tus, welfare and remuneration, etc., 
named labour economics. Labour econoraicsassuch visualises 
the important roles assigned and the status of labour in 
the growth of the economy. These increasing roles of labour 
and an improvement in their working conditions consequ-
ently resulted in the procurement of efficient labour 
force in the Industrial sector of Uttar Pradesh. 
Labour economics or man-power economics," says yoder", 
is primarily concerned with the efficient utilisation, 
and conservation of man-power and resources. It studies 
and seeks to understand the process by which human resources 
are applied and utilised in modem industrial society,, of 
the state. In fact, economic development of Uttar. Pradesh 
depends more or less on the energies, talents and personal 
committments of millions of people living in the state. 
Economic development is not only a process of raising the 
investment to increase output, but also requires the effic-
ient and well planned utilisation of man power resources 
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avai lable in the s t a t e . Therefore labour can be recognised 
as an important and very c ruc ia l var iab le in the economic 
development of the s t a t e . In other words labour can be 
termed as the key to the overal l economic development of 
the s t a t e . Thus i t i s only a sense of common understanding 
tha t the cooper:jtion and a congenial atmosphere of mutual 
goodwill r e l a t i onsh ip and f r i end l iness between the labour 
and the employer can bui ld up tha t v.ill make the workers 
more en thus ias t i c t o play t h e i r important ro l e s in the 
i n d u s t r i a l development of the s t a t e . Labour in the i n d u s t r i a l 
centres of our s t a t e i s character ised by i t s migratory 
charac ter . The i n d u s t r i a l workers in Uttar Pradesh f a c t o r i e s 
are la rge ly migrants. Thus a vast majority of the workers 
in i n d u s t r i a l towns are engaged in f a c t o r i e s . It would be 
proper to mention here tha t in Uttar Pradesh , the demand 
for i n d u s t r i a l labour i s l e s s than in other s t a t e s of west 
Bengal, I'iaharashtra and Uajrat because of I9ck of indus t r ia l 
development in t h i s s t a t e . The most important indus t r ia l 
towns of U.P, are Meerut, Qiaziabad, Agra, Bare i l l ey , 
•^aranpur, Moradabad, Modinagar, Feerozabad, Kanpur Lucknow 
Allahabad, Varansi, £ tc , , The workers are mostly Muslims 
ana scheduled cas tes and scheduled t r i b e s . In these i n d u s t r i a l 
towns labour i s d i r e c t l y a t t r a c t e d from ru ra l and semi-
urban a reas . In olden days the re was a grave paucity of labour 
because they were re luc tan t to leave t h e i r na t ive v i l lages , 
But now due t o improvement of working condi t ions , develop-
ment of t r anspor t and means of communication the re i s a 
steady increase in the flow of f ree labour which can be 
d i r ec t ly r ec ru i t ed by the employer at the s i t e of the 
employment or at the place where the industry i s loca ted . 
Hence, the above f a c i l i t i e . 3 opened the doors for mass 
labour entry in i n d u s t r i a l cent res of the s t a t e , fiecruit-
ment of i n d u s t r i a l labour i s one of the most s ign i f ican t 
s teps in the employment of i n d u s t r i a l workers. Ihe u l t imate 
f a i l u r e or success of the fac tory , expectat ion of the 
des i red efficiency of the working c lass depends on the 
methods of i t s recru i tment . An appropr ia te recruitment 
approach i s the e s sen t i a l ingredient and source fo r an 
increase in production, ef f ic iency, and product iv i ty of 
labour , while improper recruitment i s an impediment for the 
expected increased l e v e l of production and efficiency,The 
main object of every i n d u s t r i a l en t e rp r i s e i s to r e t a i n the 
maximum economic standard by means of more prouuction and 
the efficiency of the workers. But i t i s an uphi l l task to 
r ec ru i t e f f i c ien t labour for the achievementof these p re -
determined objec t ives . The Uttar Pradesh governments policy 
for regional development of i n d u s t r i a l i s a t i o n has helped 
t o some extent in the accomplishment of these objec t ives . 
According t o t h i s pol icy , the government of the s t a t e 
s e l e c t s those regions fo r i n d u s t r i a l i s a t i o n s which are 
i n d u s t r i a l l y backward. The ef fec ts of t h i s backwardness 
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Causes unemployment in tha t respect ive region. Therefore the 
government provides ce r ta in f a c i l i t i e s including inf ra-
s t ruc tu re to encourage t h e p r i va t e as well as publ ic sec tor 
en te rp r i ses regarding t h e i r influence to loca te t h e i r un i t s 
in these regions , which have abundant unemployed semi-ski l led 
and unski l led labour . Hence the enterpreneurs would not face 
any d i i i i c u l t y in the recruitment of the self-motivated labour 
because they are s tarving due t o unemployir.ent ana t h e i r e f fo r t s 
would there fore regular ly be to improve the efficiency so that 
the i n d u s t r i a l un i t s may survive and consequently r e su l t in t h e i r 
permanent employment. But the u l t imate object of labour c lass 
people of these i n d u s t r i a l l y backward regions i s to r a i s e t h e i r 
standard of l i v i n g by the improved economic condi t ions . 
These above aspects come under the purview of personnel 
management and labour economics. Personnel management i s the generj 
term which describes the t o t a l function s of recrui tment , se lec t ior 
development and u t i l i s a t i o n of man-power resources e f f i c i en t ly . 
Now we can say tha t the success or f a i l u r e of an i ndus t r i a l concerr 
depends la rge ly on the c o l l e c t i v e , phys ica l , and mental committment 
and e f for t s of the human resources which merge themselves Irith 
t h e concern, apply and devcfte t h e i r energies and e f f o r t s to t he 
maximum poss ib le extent f o r the e f f i c i en t and smooth running 
of the undertaking.Thus, the recruitment of labour i s the 
most important function of an organisa t ion because of d i f ferent 
cadres of the personnel are procured with the ul t imate objects of 
p rof i t making and e f f i c i en t running of the en te rp r i se . 
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The main purpose of t h i s study i s t o examine the various 
souTv-es and methods of recruitment of i n d u s t r i a l labour in Uttar 
Pradesh, The other objects of t h i s project i s t o study the 
recruitment p r ac t i ce s p reva i l ing in d i f ferent i n d u s t r i a l concerns 
of Utter Pradesh. 
Recruitment i s the process of a t t r a c t i n g i ndus t r i a l labour to 
apply fo r var ious vacancies and place them in various i n d u s t r i e s 
of the s t a t e . The labour i s considered e s sen t i a l fo r the surv iva l 
of any i n d u s t r i a l production centre whether big or small, publ ic 
p r i v a t e , because production can take place only by the combined and 
co l l ec t ive e f fo r t s of human resources, working in the u n i t . 
Meaning of Recruitment : 
Recruitment of labour i s the most important and challenging 
function of personnel management. The p r inc ipa l component of an 
i n d u s t r i a l organisa t ion i s i t s man-pfjo^er resources or man a t work. 
Human resources represent the t o t a l of the inherent a b i l i t i e s 
acquired knowledge and s k i l l s . This manpower resource i s of Vi ta l 
importance in the successful running of any i n a u s t r i a l e n t e r p r i s e , 
because most of the problems in i n d u s t r i a l unaertakings are human 
and socia l r a the r than phys ica l , techniqal or economic. In t he 
words of Oliver Sheldon, no industry can be rendered e f f i c i en t 
so long as the bas ic fac t remains unrecognised tha t I s p r inc ipa l ly 
human. I t i s not a mass of machines and techn ica l processes but 
a boay of men. I t i s not a complex of matter but a complex of 
humanity. I t f u l f i l s i t s funct ion not by v i r t ue of some impersonal 
force, but human energy. I t s body i s not an i n t r i c a t e maze of mech-
.^<- >Mi+ „ mo o-n < f - i or) n o r ' v n i l s svs t . f?m.2 pQ-^ T~,^ Q at- w o r k . f^t T •% r\ / 
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Comprise a large number of individuals of varied sex, 
age and socio-economic groups. People for the factory v/ork 
come with certain specific motives, such as to earn money, 
to get a suitable job, to have better prospects in the 
future, to be treated as human beings while at the work-
place. etc. It is only the people who provide knowledge 
and energy by which the objectives of the industrial concerns 
of our state are achieved. Therefore the management of human 
beings is the most important and challenging job, important 
because it is a social administration and challenging 
because of the diverse and dynamic nature of the people 
at work. Thus personnel management is primarily concerned 
with people at their jobs. The most important function of 
personnel management is to obtain appropriate type and adequate 
number of personnel which is an essential ingredient for the 
achievement of the industrial enterprise goals. It deals 
specially with the recruitment or hiring of manpower for 
work according to their skills and abilities. 
Therefore, recruiting is the discovering of potential 
applicants for actual or anticipated organisational 
vacancies. According to ^oder and many others, "Recruitment 
is a process to discover the sources of manpower to meet 
the requirements of the staffing schedule and to employ 
effective measures for attracting that manpower in adequate 
numbers to facilitate effective selection of an efficient 
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working force , Accordingly, the purpose of recruitment 
i s to loca te sources of manpower t o meet the job r equ i -
4 
rement and job spec i f i ca t ions . Hence the process of 
recruitment involves searching of the prospect ive job 
seekers and s t imulat ing them,to apply fo r the vacant posts in 
an i n d u s t r i a l organisa t ion . I t i s the technique by which 
manpower i s discovered and encouraged t o apply for t he 
job in the fac to ry . I t provides an opportunity t o s k i l l e d , 
semiskil led and unski l led personnel to develop t h e i r 
n a t u r a l and technica l s k i l l s . 
In other words recruitment can be termed as a 
prospecting job, where the factory makes a through search fo r 
prospect ive workers. In p r ac t i c e however, prospect ive 
workers seek out the well reputed organisa t ions j u s t as 
organisat ions seek out e f i i c i en t prospect ive employees fo r 
t h e i r concerns. Therefore the process of recruitment i s based 
on the matching theory where the success ofboth the p a r t i e s . 
i . e . the r e c r u i t e r and the r e c r u i t e e c r i t i c a l l y dependent 
on t imings . The most s t r i k i n g purpose of recruitment Is t o 
provide an adequate number of a p . l i c t n t s fo r the work so tha t 
they may f i n a l l y be r ec ru i t ed and'placed at work. Hence, i t may 
be observed t h a t recruitment i s mainly concerned with the 
range of the sources of labour supply and of the recruitment 
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practices and techniques. It is a great problem that 
management faces in making recruitment of the manpower 
of various types of personnel for their organisations. The 
recruitment practice yary frem organisation to organisation, 
industry to industry and unit to unit and from time to time, 
in order to get the effident and self -motivated labour recrui-
ted. 
Recruitment of labour is simple in case of st-all 
scale industries, while it may be , on the other hand complex 
and complicated in the case of large scale factories. The 
study of this project as such is mainly concerned with a 
careful examination and investigation regarding the various 
sources of labour supply and, the methods of recruitment 
of industrial labour with reference of different industries 
in the different regions of Uttar Pradesh. Thus recruitment 
is a process of procuring potential working force willing 
to apply for a work , works in an industrial enterprise. 
Its aims and objects are to develop and maintain adequate 
manpower resources upon which the efficient and smooth working 
and success of an organisation depend when it needs an addition 
al working force to meet the increasing demand of the product 
of the concern. Hence recruitment of industrial labour 
involves selection of the sources from which the workers 
are to be recruited and recruiting the most suitable applicants 
through Various methods of recruitment. 
1 ( 1 
The purpose of a comprehensive recruitment programme 
i s to se lec t the r ight ti-ype of people fo r the var ious works 
lying vacant in the organisa t ion . Recruitment has been regar -
ded as the most important function of personnel Administration 
because unless the r igh t type of people are hired , even the 
best plans, organisat ion char ts ana control system would not 
do much good. FLippo views recruitment both as pos i t i ve and 
negat ive a c t i v i t y . He says "It i s a process of searching of 
prospect ive employees and s t imulat ing and encouraging 
them to apply for jobs in an organisa t ion . It i s often termed 
pos i t i ve in t ha t i t s t imula tes people to apply f o r jobs t o 
increase the h i r ing ratior. i . e . , t he number of appl ican ts for 
a job , se lec t ion on the other tiand tends t o be negat ive 
because i t r e j e c t s a good number of those who apply, leav- ing 
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only the best to be hired. By a welldesigned recruitment 
policy e f f i c i en t and experienced workers are a t t r a c t e d 
towards the various ca tegor ies of the works according t o 
t h e i r respec t ive s k i l l s . Therefore, the main t a rge t of 
comprehensive recruitment programme i s t o develop and 
maintain adequate manpower resources and to supply the required 
workers immediately f o r the speedy production. The economic 
performances of an i n d u s t r i a l en te rp r i se can be discharged 
e f f i c i e n t l y by the combined and co-ordinated e f f o r t s of 
labour of the concern. 
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iHPOlgAi '^CE OF R£CRUITM£I>IT OF IMUJSTRIAL LABQUfi : 
The importance of r e c r u i t m e n t can not be o v e r ^ 
Ciflphasisetl ".. I lecrui tment i s an impor tant s t e p in t b e t o t a l 
p r o c e s s of s t a f f i n g t h a t commences wi th t h e aims of p rocur i . . g 
t h e most e f f i c i e n t manpower r e s o u r c e s of t h e e n t e r p r i s e . 
For optimum u t i l i s a t i o n of pe r sonne l i t i s e s s e n t i a l t o o b t a i n 
a high degree of matching of j o b s with s k i l l s . I t i s t h e i n t e -
r e s t of employer t o have t h e r i g h t man on t h e r i g h t j o b a t 
t h e r i g h t t ime so as t o have t h e maximum b e n e f i t s of h i s 
s k i l l s and e x p e r i e n c e . In t h e modern i n d u s t r i a l i s e d era 
e n t e r p r e n e u r s a r e d e s p e r a t e f o r an e f f i c i e n t l a b o u r fo rce of 
a l l t y p e s . As such t h e n a t u r e and ex t en t of t h e r e c r u i t m e n t 
programme depend on a nuaibe'- of f a c t o r s i n c l u a i n g t h e s k i l l s 
r equ i r ed , t h e s t a t e of t he l abour market , g e n e r a l economic 
c o n d i t i o n and t h e image of t h e employer ' s e n t e r p r i s e . Of a l l 
t h e Ms i n management , i , e , , t h e management of t h e m a t e r i a l , 
machinery, money, methods, and motive power, t h e most 
impor tan t i s t h e M which s t a n d s f o r management of man-power 
r e s o u r c e s . I t i s t h e most v a l u a b l e a s s e t of an i n d u s t r i a l 
e n t e r p r i s e because t h e p roduc t ion and p r o d u c t i v i t y of such 
an o r g a n i s c t i o n r e s t s on t h e shou lde r s of t h e men . I t i s 
t h e most v a l u a b l e a s s e t of an o r g a n i s a t i o n and not t h e money or 
p h y s i c a l equipment . I t i s i n f a c t an impor tant economic r e sou rce 
cover ing a l l human r e s o u r c e s - o rgan ised o r unorgan ised 
employea o r capab le of employment working a t a l l l e v e l s , 
s u p e r v i s o r s , e x e c u t i v e s , Govcnment employees, blue c o l o r 
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and white coHor " workers, managerial, s c i e n t i f i c , 
Engineering, t echn ica l , skiJ led or unskilled, persons 
Y:IO are employed in c rea t ing , designing, developing, 
mariaging and operat ing productive and service en te rp r i se s 
and other economic a c t i v i t i e s . They render t h e i r services 
on behalf of the i n d u s t r i a l e n t e r p r i s e . 
Thus labour in a concern can be considered as an 
act ive par tner of the en te rpr i se in thu sense, tha t the 
running of the fac tory de^-ends on t h e i r e f fo r t s ana personal 
committments. Therefore spec i f i c and proper a t t e n t i o n must 
be paid t o the recruitment process of t ndus t r i ;1 labour 
regarding t h e i r competence, s k i l l s experience and in accor-
dance with the nature of the work of labour while r e c r u i t i n g 
the working force for the industry which must lead to build up 
a permanent labour fo rce . 
The personnel of an industry i s the most cost ly 
element and must be planned l i k e other funct ions of the 
concern such as marketing, production and finance e t c . An 
o rgan i sa t ion ' s performance and r e su l t i ng proauc t iv i ty are 
d i r e c t l y proport ional t o the quant i ty and qua l i ty of i t s 
human resources . Increasing r a t e of labour turnover for 
t h e i r b e t t e r prospects , absenteeism slow r a t e of growth, 
and lov/ graded morale of t he workers create ser ious hurdles 
and problems in many i n d u s t r i a l concerns. The most s t r i k i n g 
reason of• the above i n d u s t r i a l diseases i s tha t the rie.ht 
type of working force i s not recru i ted fo r d i f ferent catego-
r i e s of work in the fac to ry . Actually i t i s not an easy 
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t a sk t o get t h e r i gh t type of workers fo r the r ight work 
at the r igh t time ana at the r i ^h t p lace . However, i n s p i t e 
of the Vast unemployment s i t ua t i on in the s t a t e i t i s an 
extremely uphi l l task t o get the r ight and e f f i c i en t working 
force for the fac tory . Procurement of the r ight type of 
labour n e c e s s i t a t e s a properly planned s c i e n t i f i c recruitment 
policy t o minimise the d i s rup t ion of work by changes in 
personnel . As yoder and others observe, "such a policy very 
involve a committment t o broad p r inc ip l e s such as f i l l i n g 
vacancies with the best -_ualified ind iv idua l s . I t may embrace 
several i s sues such as extent of promotion from within, a t t i t u -
des of en te rpr i se in r e c r u i t i n g i t s old employees, handicaps, 
minority groups, women employees, part time employees, f re inds 
and r e l a t i v e s of present employees. I t may also involve the 
organisat ion system to be developed for implementing 
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recruitment programme ana procedures t o the employed . 
A sound r e c r u i t m ^ t p o l i c y determines the manpower requirements 
of the organisa t ion . We observe tha t in many i n d u s t r i a l 
concern a p a r t i c u l a r post f a l l s vacant due to re t i rement , 
death, res igna t ion , d ismissa l , suspension or any other-cause 
of the worker which r e s u l t s in l o s s of production and i n t e r r u -
pt ion in the work and the work of other workers whose works 
are re la ted to the vacant job.Therefore t he r e should be a 
proper well throu<_.hout recruitment planning in the organisa t ion 
in order to avoid such untov/ard s i t u a t i o n and help in 
making the recruitment of such workers who are best 
su i ted f o r the various jobs . Just as workers are the 
backbone of the production of undertaking recruitment i s 
the backbone of ge t t ing e f f i c i en t human resources . Recruitment, 
in r ea l sense, aims at developing the avenues ot the various 
sources of labour supply and the methods of t h e i r placement 
t o Vr;,rious works which consequently r e s u l t in maintains 
the ai-iequate number of the manpower requirements, when the 
organisat ion needs ada i t iona l workers. Hence i t i s a sound 
and well thought-out recruitment policy which a s s i s t s in 
a t t a i n i n g these object ives and goals of the i n a u s t r i a l 
en te rp r i ses of the s t a t e which a l so make t h i s sec tor as 
well as s t a t e more prosperrous. 
In the absence of a well thoughtout policy of 
recruitment the running of the en te rp r i se wi l l be in 
jeopardy and trie eff iciency and produc t iv i ty from the 
labour Can not be ensured because the r ight type of workers 
fo r the r igh t type of works are not r e c ru i t ed . Therefore, 
recruitment of labour i s the most important and comprehensive 
function of Personnel management which has been considered 
the essence £or the continuous exis tence of any i n d u s t r i a l 
ori^anisation. Generally we observe t h a t t h e promotion of 
improved productive efficiency through an ef fec t ive u t i l i -
sa t ion of man-pov/er resources i s one of the primi.ry objec-
t i v e s of human resources management and the attainment of 
the en t repreneur ' s goals more or l e s s depend upon the 
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functionoof the f ind ings , procuring and placing the 
r ight man on the r ight work at t h e r igh t tiiue and at the 
place , The use of s c i e n t i f i c methodology in the r e c r u i t -
ment process i s e s s en t i a l if we wish t o get the r igh t 
l abour fo r the r ight v/ork. A wrong man on a wrong work 
wi l l de f in i t e ly re ta rd the fu ture development and prospects 
of the organisat ion r e su l t i ng in huge l o s s , where as the 
r ight man on the r ight job wi l l put in his best e f f o r t s 
for the groi'^ -th of h is i n a u s t r i a l organisa t ion , I 'h i re iore 
s c i e n t i f i c recruitment and placement of labour i s very 
necessary fo r the accomplishment of the aforesaid object ives 
of the fac to ry . I t i s recruitment which provides r e q u i s i t e 
and sk i l fu l Labour t o produce ttje most competitive 
product of the organisa t ion . From the foregoing discuss ion 
we can emphasise t h ; t Indus t r i a l production in the s t a t e 
i s poss ible only through the hard working of labour and these 
hard workers are procured through comprehensive recruitment 
pol icy formulated by t h e organisa t ion . There i s no general 
procedure fo r h i r ing new personnel wnich i s appl icable t o 
a l l business e n t e r p r i s e s . Each en te rp r i se has i t s t a i l o r 
made procedure whicli brjngs i t t he desired quant i ty and 
qua l i ty of manpower at the minimum possible cost .'-he most 
commonly adopted p rac t i ce i s t o cen t r a l i s e the recruitment 
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and se lec t ion function in a s ing le of f ice . The discuss ion 
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ab/jve r e ' / e a l s t h a t t h e s c i e n t i f i c methods a r e t h e essence 
f o r t j i r ing and b u i l d i n g up an e f f i c i e n t l abour team, 
OBJECTIVES Oe* RECRUIIMEMT ; 
Labour r ec ru i tmen t f u l f i l s i n d i v i d u a l , o r g a n i s a t i o n a l 
p r o v i n c i a l as wel l a s n a t i o n a l g o a l s ana b e n e f i t s th-j 
s o c i e t y a s a whole but t h e u l t i m a t e purpose of t h e employer 
i s t o meet t h e u rgen t r e e d s of t h e human r e s o u r c e s i n t h e 
or^.anis : t i o n . The most impor tant o b j e c t i v e of r e c r u i t m e n t 
p r a c t i c e s of i n d u s t r i a l l a b o u r i n UP i s t o i n v e s t i g a t e and 
e v a l u a t e t h e v a r i o u s and v a r i e d sources and methods of r e c r u i -
tment t h o s e a r e p r e v a i l i n g in t i ie s t a t e of U.P. However t h e 
fo l lowing p o i n t s w i l l c l a r i f y o r g ive a c l e a r p i c t u r e of t n e 
o b j e c t s of t h e r e c r u i t m e n t of i n d u s t r i a l l a b o u r in t h e U.P. 
i n d u s t r i a l o r g a n i s a t i o n s , T h e most impor tan t o b j e c t s of t h e 
r e c r u i t m e n t of i n d u s t r i a l l abour a r e d i s c u s s e d below. 
1. TO Fli.L ThK VACHlMCy : 
The f i r s t and t h e most importynt ob jec t of t h e 
r ec ru i tmen t of i n d u s t r i a l l a b o u r i s t o make t h e r e c r u i t m e n t 
of l a b o u r in o rde r t o f i l l t h e s i t u a t i o n l y i n g vacant i n t h e 
f a c t o r y . Vacancies of l a b o u r i n a f a c t o r y emerge due t o 
t h e r e t i r e m e n t , d i s m i s s a l , l e a v e , a b s e n t e e i s m , l a b o u r 
t u r n o v e r , l a b o u r i l l n e s s a c c i d e n t s re t i enchment , vo lun t a ry 
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q u a t i n g of l a b o u r , due t o many domest ic r easons and many 
o t h e r r easons which prevent t h e workers t o keep themse lves 
away from t h e i r a s s igned work and from t h e i n d u s t r y . 
If p o s i t i v e i n i t i a t i v e s a r e not t a k e n f o r t u e f r e s h r e c r u i t -
ment programiiie t o f i l l t h e vacant s i t u a t i o n s t h e p roduc t ion 
would be d i s r u p t e d . Therefore from small s c a l e t o l a r g e 
s c a l e i n d u s t r i a l o r g a n i s a t i o n e i t h e r in t h e p u b l i c or i n 
t h e p r i v a t e s e c t o r , c e r t a i n c a t e g o r i e s of v a c a n c i e s a r e 
c r e a t e d or expected t o be c r e a t e d , con be f i l l e d only 
th rough t h e r e c r u i t m e n t of l a b o u r . The o b j e c t s of having 
t h e cont inuous l abou r supply in t h e f a c t o r y t o avoid untoward 
d i s r u p t i o n of p roduc t ion i s only p o s s i b l e when t h e r e i s a well 
des igned and s c i e n t i f i c r e c r u i t m e n t p o l i c y in t h e e n t e r p r i s e 
in o rder t o c a t e r t o t h e needs of manpower r e s o u r c e s . 
2 . JJEOIREU P£RSOIiI^ EL ; 
iuiother ob jec t of r e c ru i tmen t i s t o procure t h e most 
s u i t a b l e and competent human r e s o u r c e s f o r t h e e n t e r p r i s e 
so t h a t they perform t h e i r a s s i g n e d works e f f i c i e n t l y . . 
Recruitment i s cons ide red as an o p t i o n a l as wel l as n e g a t i v e 
p r o c e s s , i t i s o p t i o n a l i n t h e sense t h a t t h e l a r g e number 
of ^ p l i c a n t s appear a t t h e t ime of t h e r e c r u i t m e n t programme 
and only t h o s e a r e s e l e c t e d whom t h e management p r e f e r s and 
who a r e a s s e s s e d a s t h e most competent and e f f i c i e n t from 
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d i f l e r e n t a n g l e s , r ec ru i tmen t i s n e g a t i v e because out ol" 
tf;e l a r g e riiurnber of t t ie a p p l i c a n t s who f ace t\ie in te rv iev ; 
trie r e q u i s i t e number of t h e in t e rv iewees a r e r e c r u i t e d 
f j r t h e o r g a n i s a t i o n and t h e r e s t a r e r e q u e s t e d t o r eappea r 
aga in and t o wait t i l l t h e r e i s t h e nex t recrui t . . . en t 
programme in a c t i o n . There fore i t i s a n e g a t i v e approach 
of r e c r u i t m e n t . The ob jec t of h i r i n g t h e d e s i r e d and t h e 
most e f f i c i e n t workers can be ach ieved through t h e p r o c e s s 
of r e c r u i t m e n t which consequent ly would l ead t o t h e d e s i r e d 
e f f i c i e n c y and p r o d u c t i v i t y which a r e t h e e x p e c t a t i o n s of 
every employer from h i s r e c r u i t e d workers . 
3 . REIVCE SUPERVlSlOi-^; 
The t h i r d ob jec t of t h e r e c r u i t m e n t p roces s i s t h a t i t 
makes a c o n s i d e r a b l e r e d u c t i o n in s u p e r v i s i o n of t h e imme-
a i a t e s u p e r v i s o r because each and every worker who i s 
p rope r ly and s c i e n t i f i c a l l y r e c r u i t e d w i l l d i s c h a r g e h i s 
d u t i e s w i l i n g l y and more e f f i c i e n t l y . In o t h e r words t h e 
r e c r u i t i n g o f f i c e r p r e f e r s only t h o s e a p p l i c a n t s who a r e 
f u l l y s e l f mot iva ted and a r e expected t o develop in them 
a sense of be long ines s f o r t h e e n t e r p r i s e . There fore no 
f u l l t ime s u p e r v i s o r s would be r e q u i r e d t o ge t t h e v/ork 
done by t h e i r s u b o r d i n a t e workers . Gene ra l l y , we observe 
t h a t exjjerienced workers who have done t h e same work 
e lsewhere a re p r e f e r r e d f o r s i m i l a r job in t h e f a c t o r y s 
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recru i t iuent programme. Out of t h e o e , t he p r o s p e c t i v e job 
seeke r s a r e f i n a l l y r e c r u i t e d t n o s e whonie t h e management 
t h i n k s t h a t they can g ive s a t i s f a c t o r y performance. ^lanage-
ment expec t s t o ge t t h e a s s igned work done more e f f i c i e n t l y 
by t h e worker and t h e s e workers expect t o ge t s u i t a b l e 
remmunerative wages in l i e u of t h e i r performed work. There -
f o r e both t h e management and t h e workers would be s a t i s f i e d 
with each o t h e r and t h i s s a t i s f a c t i o n would l ead t o co -pe r tna ' -
siiip between them and u l t i m a t e l y no supe rv i so ry c o n t r o l i s 
r e q u i r e d because t h e l a b o u r e r s w i l l d i s c h a r g e t h e i r a s s igned 
v/ork w i l l i n g l y and e f f i c i e n t l y wnich w i l l r e s u l t in a h ighe r 
in a h igher r a t e of p r o d u c t i v i t y . Consequently t b e p r e - d e t e r m i n e d 
e x p e c t a t i o n of employers a r e met. 
4 . CEPJAlNlTY Lk' PRUDUtTlOiJ; 
In an i n d u s t r i a l o r g a n i s a t i o n l abou r i s t h e backbone 
of t h e p roduc t ion p roces s because no p roduc t ion i s p o s s i b l e 
witnout manual l abou r . r%ny f a c t o r i e s c o l l a p s e and a r e 
locked up because of l abou r t r a n s f e r , absen tee i sm, l a b o u r 
t u r n o v e r , v o l u n t a r y r e t i r e m e n t , suspens ion , t e r m i n a t i o n 
and d i s m i s s a l . In such a s i t u a t i o n p roduc t ion i s not 
p o s s i b l e . T h e r e f o r e i t i s t h e r ec ru i tmen t programme which 
ensures c o n t i n u i t y of p r o d u c t i o n because if some l a b o u r w i l l 
l e ave t h e o r g a n i s a t i o n due. t o any one or more of above 
mentioned causes o t h e r would be encouraged t o apply f o r t h e 
v a c n t pos t th rough t h e th rough t h e r e c r u i t m e n t p roces s and 
t h e n t hey may be r e c r u i t e d t ' rovided t h e r e i s a well thoughoit 
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and wel l t a i l o r e d r ec ru i tmen t p o l i c y , has been designee 
p roduc t ion would con t inuous ly t a k e p l a c e because of t h e 
cont inuous l a b o u r supply in t h e organis -^ t ion . I t Is 
r e c r u i t m e n t which evolves d i f f e r e n t avenues f o r t h e r e c r u i t -
ment oi t h e v a r i e d c a t e g o r i e s of l a b o u r . T b e r e i o r e , f o r tlie 
e f f i c i e n t and con t inuous running of t h e e n t e r p r i s e , t h e 
r e g u l a r supply of l a b o u r i s e s s e n t i a l . If t h e r e i s we l l 
de s igned r e c r u i t m e n t progra...me r i g h t type of l a b o u r would 
be a v a i l a b l e a t t h e r i g h t t ime f o r t h e r i g h t work which 
u l t i m a t e l y would r e s u l t in cont inuous p r o d u c t i o n . 
5 . PROHOTE LABOUR MANAG2J'-'i£lNT RELATIUNS ; 
The f i f t h ob jec t of t h e Recrui tment programme i s t o 
promote i n d u s t r i a l r e l a t i o n s of t h e o r g a n i s a t i o n a t each 
l e v e l . Vi/hen t h e most e f f i c i e n t and s u i t a b l e workers a r e 
r e c r u i t e d acco rd ing t o t h e s p e c i f i c r equ i r emen t s of t h e 
work, t h i s would f o s t e r t h e l a b o u r -I'lanagement r e l a t i o n s 
because t h e r e would be no f a c t i o n between them r e g a r d i n g 
e f f i c i e n c y of t h e workers , and t h e i r r emunera t ion , 
As t h e employer expec t s p r o d u c t i v i t y , e f f i c i e n c y and 
tl je o v e r a l l s a t i s f a c t o r y performance of t h e worke r s . Thei r 
s u i t a b l i l i t y i s assesed at t h e t ime of t h e r e c r u i t m e n t from 
d i f f e r e n t a n g l e s . The l a b o u r e r s ba rga in f o r t h e s u i t a b l e 
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wages i n l i e u of work when botb t h e r e c r u i t e r ana 
r e c r u i t e e r each a t an agreement , acco rd ing t o t h e i r 
wishes , and demands t h e r e w i l l be no i n d u s t r i a l f a c t i o n 
a t any l e v e l of t h e concern . A congenia l atmosphere of 
harmonious i n d u s t r i a l r e l a t i o n s i s c r e a t e d and t h i s 
emerges only th rough a s c i e n t i f i c r ec ru i tmen t p o l i c y . 
In o t h e r words bo th management and l abour a t t a i n t h e s e 
o b j e c t i v e s and e x p e c t a t i o n s in t h e sense t h a t l a b o u r 
would put in s a t i s f a c t o r y performance and t h e management 
w i l l not f e e l any h e s i t a t i o n in g i v i n g them s u i t a o l e 
remunera t ion a c c o r d i n g l y . Thus t h e object ive.3 and a s p i r a t i o n 
of t h e employer and t h e wof^ker a r e uiet by v i r t u e of t h e 
r ec ru i tmen t p r o c e s s . Automat ica l ly b e t t e r r e l a t i o n s between 
them w i l l l e a d s t o a c l i m a t e of mutual u n d e r s t a n d i n g and 
goodwil l i n t h e i n d u s t r i a l complex » Which r e s u l t s in 
s a t i s f a c t i o n of l a b o u r and management . 'fbe e i i ' o r t s of l aboi r 
would be t o a t t a i n l o r d e s i r e d p r o g r e s s of t h e u n i t i n which 
they a r e working 
6 . LOW CObT OF PRODJCriQN; 
I t has been observed by management e x p e r t s t h a t human 
r e s o u r c e s i s a more v a l u a b l e a s i e t oi any i n d u s t r i a l 
o r g a n i s a t i o n t h a n money, m a t e r i a l , or machinery. The 
success or t h e f a i l u r e of a f a c t o r y depends on t h e workers . 
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For increasing production i t i s eir.sential th t li^bourers 
must possess the p r a c t i c a l s k i l l s needed f o r doinfe the work. 
Therefore i t i s through the recruitment p r ac t i ce s tha t 
such personnel are se lec ted who are self-motivated and in 
some cases they are t h e i r own supervisor themselves. 
This recruitment programme leads t o increase in production 
with a l e s s number of workers. The workers do t h e i r best f o r 
the achievement of the cherished product ivi ty fo r the 
employer. Hence these object ives can only be achieved 
through a well designed recruitment policy of the fac tory , 
i^ess number of workers work whicti r e s u l t s in low cost of 
the proauct ion. Therefore these Indus t r i a l benef i t s and 
advantages are achieved des i rab ly only through s c i e n t i f i c 
recruitment programnie of the e n t e r p r i s e . 
7, CurJTlNbuUo RUI^ hlNG ui' THE JiNIERFRlSfi ; 
I t has been seen tha t many f a c t o r i e s are locked up 
because of labour turnover . In such circumstances production 
i s re tarded and the running of the en te rp r i se i s impossible 
Therefore if the labour i s properly recru i ted they wi l l 
remain in ttie fac tory employment as long as t::e employer 
would likfe t o r e t a i n them by providing various types of 
incent ives and employment f a c i l i t i e s . If the workers are 
s a t i s f i e d witti the employer, the assigned work and the 
remuneration and if they f ee l t ha t the re i s no economic 
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d i s c r i m i n a t i o n a g a i n s t thera then they w i l l become a permanent 
working f o r c e of t h e e n t e r p r i s e which i s e s s e n t i a l f o r t h e 
cont inuous running of t h e i n d u s t r y . Xhe l a u o u r i n moaern 
i n d u s t r i a l era can not t o l e r a t e any economic e x p l o i t a t i o n 
i s 
t h a t why they used t o l eave t h e concern , Hence t h i s ob jec t 
i s acvomplished on l , through t h e s c i e n t i f i c r e c r u i t m e n t p l o i c y 
of t h e f a c t o r y , V/hich woula u l t i m a t e l y r e s u l t in cons tan t 
l abou r supply and smooth running of t h e e n t e r p r i s e . 
SUURCK3 UF RaCRUlTMfiNT UF liNDUSTRlAL UBUUR ; 
'X'he e x i s t e n c e of an i n d u s t r i a l o r g a n i s a t i o n i s p o s s i b l e 
only when t h e concern s t a r t s t o r e c r u i t i t s manual l abour f r r c e 
f o r t h e d i f f e r e n t cadres of p h y s i c a l work in t h e o r g a n i s a t i o n . 
In o the r words, an i n d u s t r i a l o r g a n i s a t i o i i a l a c t i v i t y 
beg ins when d i f f e r e n t c a t e g o r i e s of workers a r e r e c r u i t e a . 
But be fore t h e i n i t i a t i o n of t h i s c h a l l e n g i n g t a s k , t h e 
sources from which t h e manpower i s a t t r a c t e d in abundance 
a re ue te rmined . While t h e r e i s no s p e c i f i c source of r e c r u i t m e n t 
of i n d u s t r i a l l a b o u r c e r t a i n p r i n c i p l e s a r e cons ide red 
suco as p r i n c i p l e of convenience , economy and c e r t a i n t y 
whi le r e c r u i t i n g l a b o u r and s e l e c t i n g t h e source of t h e 
l a b o u r supply . Broadly speeking, t h e r e a r e two major sources 
of l a b o u r supply , namely, i n t e r n a l source of r e c r u i t m e n t of 
l a b o u r and t h e e x t e r n a l sources of r e c r u i t m e n t of l a b o u r 
which a r e b r i e f l y d i s cus sed below. 
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In terna l sourc. s oi' recruitment are tiie most obvious, 
simple economics! and de f in i t e sources ol laboL.r supply • 
•Suitable prospect ive workers can be procured i n t e rna l l y i . e . , 
within the organisat ion i t s e l f . These sources include workers 
already on tue pay- ro l l of the fac tory or of i t s ex i s t ing 
labour force . When any vacancy i s created workers with in 
t h e organisat ion are upgraded, promoted , t r ans fe r r ed , or 
sometimes demoted. In te rna l sources a l so include those workers 
who were previously employed in the organisa t ion ana who 
l e f t t h e i r services due t o any reason and are in t e re s t ed to 
re turn or whom the en te rp r i se wants t o r e h i r e . These labour rs 
can be those who quit t h e i r work vo lun ta r i ly or who were 
dismissed on account of the production layoff, because the 
fac tory did not require t h e i r se rv ices in slack season. In 
sucn a s i t ua t i on the eiaployer p re fe r s in t e rna l sources 
of recruitment fo r the .urpose of h i r ing of labour . 
If the industry adopts these sources i t woulQ Keep the 
morale high of the present v/orkers because they are assured 
by t h e i r employer t h a t if any such s i t u a t i o n emerges preference 
wi l l be gxven t o the former workers jf the concerxi. In te rna l 
sources ensure job secur i ty of the workers as well as t h e i r 
future prospects in the organisa t ion . 
Ti,e major drawback of the in t e rna l sources i.. tha t 
new bloodcaii not be entered in the factory because of 
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r e c r u i t m e n t of" t h e p r e s e n t l a b o u r and p r e f e r e n c e f o r 
workers who have a l r e a d y worked in t h e f a c t o r y . Capable hands 
are sometimes ignored and n e g l e c t e d in t h e concern where 
the J n t e r n a l sources a r e in p r a c t i c e f o r r e c r u i t m e n t p u r -
p o s e s . To some ex t en t t he r e q u i r e d number of t h e workers i s 
not a v a i l a b l e wi th in t h e o r g a n i s a t i o n which i s a l s o g r e a t 
problem of i n t e r n a l s o u r c e s . 
These sources a r e a p p l i e d in many o r g a n i s a t i o n s but 
a l a r g e number of f a c t o r i e s d i s l i k e the.^e t^ources bec^iuse 
adequate number of workers can not be r e c r u i t e d by t h e s e 
s o u r c e s , I n s p i t e of t h e s e d e f e c t s of i n t e r n a l . p u r e e s 
they a r e i n p r a c t i s e '.because t h e fibployer can e v a l u a t e 
t h e p r e s e n t workers in i\ b e t t e r p o s i t i o n t h a i o u t s i a e r e c r u i t e d 
c a n d i d a t e s . Th is e v a l u a t i o n i s . . o s s ib l e because t h e o rgan-
i s a t i o n m a i n t a i n s a complete r e c r o r d of e x p e r i e n c e p r o g r e s s 
and s e r v i c e of i t s employees. 
(B) EXL'ERi^ AL SOURCES 
Ex te rna l sou rces of r e c r u i t m e n t of i n d u s t r i a l l abou r 
l i e o u t s i d e t h e o r g a n i s a t i o n . In o t h e r words r e c r u i t m e n t 
i s conducteu t o r e c r u i t e x t e r n a l p r o s p e c t i v e job s e e k e r s . 
These sources can be summerised t h u s : 
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1. Wev/ en t ran t s i . e . ,/o^nt, mostly inexperienced workers, 
higli school , or intermediate f a i l e d s tudents , 
2. Unemployed yout;' Vvho possess wide range of s k i l l , 
a b i l i t i e s ana competence. 
3 . Retired experienced workers such as mechanics, machinis ts , 
Welders , masons and other ca tegor ies of sk i l l ed semi-ski l led 
and unski l led workers. 
4 . Others , not in the labour force of the., factory such 
as married women, and men f ro m minority groups, scheduled 
cas tes and scheduled t r i b e s , and other economically backward 
communities-. 
5 . Badli or temporary workers. 
6 . iiinployraent exchange i s the major source of recruitment 
of i n d u s t r i a l labour 
7. J-^eputed workers. 
8 . Contract l aboure r s . 
There are so many externa l sources of recruitment of . 
i n d u s t r i a l labour in Uttar i^radesh, which wil l be discussed 
in the subsequent chapters of the study. An adequate number 
of the workers can be recrui ted from external sources . Since 
t he workers are recru i ted from the la rge labour market best 
recruitment can be maue from external sources witn out any 
discr iminat ion of cas te , colour and sex. Another advantage of 
these sources i s t h a t in the long run they are more economical 
because workers do not require extra t r a in ing fo r t l i e i r work 
2? 
a s they p o s . e s t h e d e s i r a b l e expe r i ence t o ach i eve t h e p roduc-
t i v i t y and e f f i c i e n c y which t h e management expec t s from 
t h e workers . Such t a l e n t e d workers a r e procured througn a wide 
l abour market . 
MCTiiUDS UF RB:CRUITH£Rr; 
v/hen t h e sources of r e c r u i t m e n t a r e s e l e c t e d t h e next 
s t e p of- r e c r u i t m e n t i s t o des ign t h e methods of r e c r u i t m e n t . 
There a r e so many methods of r e c r u i t m e n t of l a b o u r e r s . 
Out of them some most impor tant methods a r e b r i e f l y d i s -
cussed below. 
Broadly speeking t h e r e a r e t h r e e methods of r e c r u i t m e n t of 
i n d u s t r i a l l a b o u r . 
1. DIREOT rirlTnOlJD OF REGRUlTHKi^ T; 
d i r e c t methods inc lude sending t h e r e c r u i t i n g agen t s t o 
schoo l s , t e c h n i c a l i n s t i t u t e s , r u r a l a r e a s workers c o n t r a c t o r s . 
One of the d i r e c t methods i s t t i a t of sending t h e r e c r u i t e r s 
t o t h o s e p l a c e s where l a b o u r i s ejcpected t o be a v a i l a b l e , 
l a r g e s c a l e i n d u s t r i a l o r g a n i s a t i o n s ma in ta in a s e p a r a t e 
department known as pe r sonne l depar tment . The f u n c t i o n of 
t h i s o f f i c e i s t o exp lo re t h e sou rces and methods of r e c r u -
i tment of l a b o u r with t h e ob jec t of ensur ing a cont inuous 
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supply oi' e i ' i ' i c i en t workerij . While adopt ing t h e d i r e c t 
methods t h e f a c t o r y has t o keep r e g u l a r contac t wi th 
d i f f e r e n t d i r e c t sources of l a b o u r supply , 
2, llJDlRECr MKL'HUD3 ; 
I n d i r e c t methods of r ec ru i tmen t i nc lude adve r t i s emen t 
i n newspapers , on r a d i o , in t h e t r a d e and p r o f e s s i o n a l 
j o u r n a l s and t e c h n i c a l magzines . This method i s e x t e n s i v e l y 
used f o r r ec ru i tmen t v/hen t h e d e s i r a b l e s k i l f u l l a b o u r e r s 
a r e not a v a i l a b l e fro; i o t h e r sources of l a b o u r supp ly . 
A d v e r t i s i n g i s a V3ry u se fu l method f o r r e c r u i t i n g b lue 
c o l l a r and s k i l l e d workers . A d v e r t i s i n g in newspapers 
and / o r t r a d e j o u r n a l s and magazaiine i s t h e most f r e q u e n t l y 
used method, when modif ied or exper ienced pe r sonne l a re not 
10 
a v a i l a b l e from o t h e r sou rces , 
3 . TnlRD PARTY JvlhTKODS; 
Third pa r ty methods i nc lude t h e involvement of t h e 
t h i r d p a r t y i n t h e r e c r u i t m e n t programme. These i nc lude 
t h e help of employment exchanges, p r i v a t e employ-ment 
exchanges commercial a g e n c i e s , placement o f f i c e s of s c h o o l s , 
r e c r u i t i n g f i r m s , management c o n s u l t i n g firnis , and r e l a t i v e s , 
Out of t h e s e t h i r d p a r t y methods, employment exchanges a r e 
widely used f o r the mass l abour r e c r u i t m e n t programme . 
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^rnployuient exchange wi th branches in most c i t i e s can a l s o 
. . enera te apL->lication , T h e i r raafri func t ions a re r e g i s t r a t i o n 
11 
of job s e t t e r s and t h e i r placement in n o t i f i e d v a c a n c i e s , 
A deep study of t h e methods of r e c r u i t m e n t i s a one i n t h e sub-
sequent t o p i c of t h e d i s s e r t a t i o n . 
COrjCLUSIOW.: 
Recruitment i s a con t inu ing ana complex f u n c t i o n of 
t h e pe r sonne l a d m i n i s t r a t i o n which n e c e s s i t a t e s c a r e - f u l 
c o n s i d e r a t i o n and e v a l u a t i o n of t h e d i f f e r e n t sources and a 
nufiiber of methods of r ec ru i tmen t oi i n d u s t r i ; - ! l a b o u r . 
No o r g a n i s a t i o n can af ford t o adopt every source of r e c r u -
i tment t o t h e f u l l e s t e x t e n t . 
However r e c r u i t m e n t i s a very important and chal lan,^-
ing f u n c t i o n of an o r g a n i s a t i o n . I t r e q u i r e s s p e c i a l 
care whi le d i s c o v e r i n g t h e working f o r c e . There fore t h e 
management has a wide choice of t h e p o t e n t i a l sources and 
methods of t h e r e c r u i t m e n t t e c h n i q u e . Fur the r more i t 
i s e s s e n t i a l i n g r e d i e n t of a f a c t o r y because r e c r u i t m e n t i s 
an element which p rov ides t h e l a b o u r supply and he lps 
in p rocu r ing t h e d e s i r a b l e human r e s o u r c e s f o r an e n t e r p r i s e . 
0 0 
Frorn the foregoing discussion we can conclude tha t 
the re are varied sources and methods of recruitment of 
i n d u s t r i a l labour and indus t r i e s pick and choose out of 
them according t o t l i e i r organisa t ional requirements. 
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C H A P T E R - I I 
oUUKCi^ o OK R£C.<UlThElVI Oi^ ' INOioTIUAL LABOUR li^ UTTAR PRAt/EoH 
A c q u i s i t i o n ol an adequa te number and kind of labour 
io one of t h e moot compl ica ted , c r u c i a l and r e g u l a r manager^.al 
f u n c t i o n s of pe r sonne l management. The g r e a t e s t compe t i t i ve 
advantage of an o r g o n i s o t i o n l i e s in t h e q u a l i t y of i t s 
human r e s o u r c e s and t h e e f f e c t i v e n e s s with which t h e y a r e 
u t i l i s e a ana developed. The q u a l i t y of pe r sonne l in an 
i n d u s t r i a l e n t e r p r i s e of U t t a r Pradesh depends upon i t s 
r e c ru i tmen t p o l i c i e s and p r o c e d u r e s . The main objec t of t h e 
p r o c e s s of r e c r u i t m e n t i s t o have a wel l fo rmula ted , p lanned 
p o l i c y f o r t h e e f f e c t i v e use of l abour by e l i m i n a t i n g undue 
waste in r e s p e c t of m a t e r i a l and man power r e s o u r c e s . The 
m a t e r i a l r e s o u r c e s ere f r e e l y a v a i l : - b l e t o a l l . The human 
resource::. , however, vary from e n t e r p r i s e t o e n t e r p r i s e . 
The e f f e c t i v e n e s s of c.n o r g a n i s a t i o n r e s t s u^-on i t s competence 
l i k e o t h e r f a c t o r s of p r o d u c t i o n . I t de termines t h e r e c r u i -
tment programme of Man-pow^r f o r v a r i o u s jobs i n t h e 
o r g a n i s a t i o n . If t h e l a b o u r e r s a r e not r e c r u i t e d c a r e f u l l y 
i t w i l l r e s u l t in waste of man-power , as t h e only a l t e r n a t i v e 
f o r t h e e n t e r p r i s e w i l l be t o f i l l i n t h e v a r i o u s vacanc ies 
by individuals whose q u a l i t i e s and c h a r a c t e r i s t i c J do 
not match with the rs<iuirements of t he jobs . If workers are 
not properly placea in the jobs for which they are 
best su i ted the atmosphere wi l l be surcharged v/ith animosity 
and b i t t e r n e s s consequently r e s u l t i n g in labour- unres t , 
absenteeism, labour-management s t r i f e , low leve l of production 
and lot,/ morale of l abourers , I'lan being the key t o the success 
of any productive a c t i v i t y , t he most e f fec t ive u t i l i s a t i o n 
of 
of man-power i s a fundamental problem / today. A good i n d u s t r i a l 
en te rp r i se bui lds up a f ine team who put in individual e f for t s 
t o cont r ibute t o a common e f fo r t , iiach member of the fac tory 
contr ibutes something different but they a l l cont r ibute 
tovvards a common goal . I t i s observed tha t men usual ly 
produce more when they know what they are suu^-^osed t o do > 
what au thor i ty they a re delegated , what t h e i r l inks with 
other people a re , what cons t i tu t e s a work done e f f i c i e n t l y 
in terms of spec i f ic r e su l t s , what they are doing exceptionally 
well and where they a re lacking, what they can do to bring 
an improvement in unsa t i s fac tory r e s u l t s . I t i s r i g h t l y 
said tha t despi te the tremendous unemployment in India, i t _ 
i s not easy t o h i re t he r ight type of labour fo r the 
r ight type of work. 
Recruitment io t he f i r s t s tage in t he employment 
of Icibour, and there fore , t he methoos and org.Tnioution 
by means of which labour i s brought in to industry has a 
lot t o do with t h e ul t imate success or f a i l u r e of such 
33 
1 
employment, iiince t he fac tory workers are mostly brought 
from ru ra l a reas , f a c t o r i e s face much d i f f i c u l t y in r e c r u i -
t i n g the required labour aue t o t h e re luc tance of workers 
t o leave t h e i r na t ive v i l l ages and do work in d i s tan t town, 
some times they cannot adjust themselves t o i n d u s t r i a l l i f e 
and re tu rn t o t h e i r v i l l age .Generally, the small and 
medium s ize i n d u s t r i a l centres draw out t h e i r surrounding 
ru ra l areas for t h e i r complement of workes ej<cept fo r 
2 
s k i l l e d workers. This migratory nature of i ndus t r i a l la uour 
cau.-es a ser ious constra int v/hich r e s u l t s in d is rupt ion 
of work. Hence with these problems , labour unrest anu 
absenteesim a re a l so handicaps in t he indust ry . A sound 
and systematic recruitment pol icy i s e s sen t i a l t o minimise 
chances of d is rupt ion of work so tha t tha t the ort ,anisation 
may run smoothly. Thus recruitment i s the f i r s t s tep in t h e 
employment of labour and the methods through which laoour 
i s brought in to Industry has ai\uch t o do with the ul t imate 
success or f a i l u r of such employment. 
The present study wi l l study the preva i l ing sources 
of recruitment of i n d u s t r i a l workers in U.P, i?'or t he 
achievement of t h e aforesaid object ives i t i s necessary t o 
discuss the sources of recruitment in order t o h i re different 
cadres of personnel for t he Indus t r i a l en te rp r i se of t he 
st at e. 
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This chapter i s as such concerned . i t h an in tens ive 
examination of various sources ol recruitiiient oi i n d u s t r i a l 
labour in U.P. s t a t e which may conveniently be c la . js i f ied 
under two major heads viz, i n t e rna l sources and external 
sources, -i-nternal sources of supply of labour r e fe r s t o 
recruitment of labour from within t he organisat ion so as t o 
conserve t he ex is t ing manpower through implementation of 
, ,o l ic ies of t r a n s f e r s and promotion . fhe most su i t ab le and 
com^..etent workers can be procured from within t h ; organisa-
t i on i t s e l f , i'lany i n d u s t r i a l en te rp r i ses in UP give pref-
erence t o peoi le who have a l ready been in the employment of 
the concern. This i s because a l l t he sources of labour supply 
in UP do not r e t a i n a constant degree of usefulness as they 
a re affected by the general s t a t e of the labour market. 
On the other hund, External sources of labour supply 
imply tha t a l l vacancies must be f i l l e d from outside the 
organisa t ion . Hence every fac tory must be acquaintect with 
different types of £ixternal sources, d i rec t app l i ca t ions in 
persons or by mail, labour organisa t ion, eaucat ional i n s t i -
t u t i o n s , adver t i s ing and employment agency, Const i tute t he 
external sources which are employed in dif ferent types of 
Inaus t r i e s of t he s t a t e . 
Now l e t us make an au then t ic examination of different 
sources of labour sup^jly. These sources can be broadly 
cla3 if ied una; r two major headings. 
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A, i n t e r n a l sources ol rleL;ruitment. 
a, i^xternal sources of Recrui tment . 
A ; INTERI^ AL JuURCiio OF FlECRUITMEhT : 
As a l r e a d y d i s c u s s e d , i n t e r n a l sources of r ec ru i tmen t 
of i n d u s t r i a l l a b o u r ' means r ec ru i tmen t from w i t h i n t h e 
or i - ,anisat ion. I t has t h e advantage of conserving t h e p re sen t 
working f o r c e who a r e a l r e a d y on t h e pay r o l l of t h e i n d u s t r y , 
Th i s source i s most e f f e c t i v e f o r t h e supply of l abou r 
because i t p r o v i d e s ^an o p p o r t u n i t y t o t h e management t o 
implement a comprehensive programme of t a l e n t s i nven to ry ana 
a n a l y s i s , ^ i n i n g one vacancy w i t h i n t h e p l a n t i t s e l f 
r e s u l t s in a s e e r i e s of promotions or demotions . This 
source i s convenient and economical i n t h e sense t h a t t h e 
pe r sons if t a k e n from o u t s i d e w i l l r e q u i r e more p r a c t i c a l 
t r a i n i n g both formal and informal t h a n c a n a i d a t e s who a r e 
h i r e d from w i t h i n th rough promot ion. Recrui t from o u t s i d e 
may not f i t we l l i n t o t h e o r g a n i s a t i o n a s t h e i r ou t look , h a b i t s 
and va lues may be q u i t e d i f f e r e n t from t h o s e a l r e a d y working 
in t h e o r g a n i s a t i o n . For t h e s e r easons i n t e r n a l sources of 
r ec ru i tmen t of i n d u s t r i a l l a b o u r are more b e n e f i c i a l in 
U . r . These sources may f u r t h e r be c l a s s i f i e d unaer t h e fo l lowing 
subheadings . 
1. PROi-iOTlQN; 
"Promotion" i s a te rm which covers a change and c a l l s 
f o r g r e a t e r r e s p o n s i b i l i t i e s , and u s u a l l y invo lves h igher pay 
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and better terras and conditions of service and therefore a 
4 
higher status or rank. 
Promotion is reg-irded as a change that results in 
increased responsibilities, increased rsnk, increased soci'l 
status, and finally in higher earnings. A promotion may be 
termed as an upward advancement of a v;orker iii an organis.stion 
to ano-c.er job, which commands increased pay, wages, higher 
status / respect, higher opportunities and challenges, 
responsibility and authority, good Korking environment and 
various other facilities according to service, statu.;; and 
a higher rank which consequently results in better economic 
conditions of the Industrial worker. Promotion within the 
factory however, involves techniques and procedures that 
are somewhat complicated. "Whenever a clear vacancy exists in 
a department it is filled, as far as practicable by promoting 
a suitable worker from the lower cadre from the same depart-
ment . it is observed that merit and seniority of workers 
are two formal bases of a promotion policy. There is a 
controversy regarding promotion policy. The I'-iational commi-
ssion on labour therefore very rightly pointed out that "no 
uniform standard can be laid down for all industries, all 
units within the ^ame industry or even all categories of 
workers in the same unit, in case of jobs of sweepers, 
attendants, watchmen and installed workers where channels 
of promotion are most difxicult to lay dovm it is recommended 
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t ha t in the long run, p a r t i c u l a r l y among the o p r b t o r 
and e l e c t r i c a l ca tegor ies , s en io r i ty should be t he 
basis of [romot iurii.ln case of sk i l l ed and semiskil led 
personnel, seniority-cum-merit should be the c r i t e r i o n . 
iVhen promoting a worker, t he employees s en io r i t y , merti 
i n i t i a t i v e , i n t e r e s t , accuracy of work and performance, 
30b knowledge and personal records a re taken into considera-
t ion. 
Thus, if a vacancy e x i s t s , two p o s s i b i l i t i e s are 
created, ' A su i t ab l e candidate may be r ec ru i t ed from 
outside t he industry . In t h i s case only the recruitment 
takes p lace . On the other hand, if the post i s f i l l e d 
from within the organisat ion t h i s wi l l c rea te a vacancy at the 
lower l eve l t o which one more person can be promoted u n t i l 
t h e vacancy i s l e f t t o be f i l l e d at t he lowest l e v e l . In t h i s 
v;ay a number of promotions takes place and a lso t h e r e c r u i t -
ment from outside i s resor ted t o at the lower l e v e l . This 
recruitment pol icy from within the organisat ion i s c losely 
associa ted with t he en te rpr i ses overa l l goal anci objects of 
economic and soc ia l excel lance. All e f for t s are made t o f i l l 
t h e vacancy by promoting an employee. The Indus t r i a l under-
takings in U.f. look fo r iixternal recruitment only if no 
su i t ab l e applicant i s found within t h e en te rpr i se t o oe 
promoted t o the new job and t o f i l l u\) vacancy which gets 
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c r e a t e d a l t h e lower l e v e l . Vv'hile u t i l i s i n g promotion 
as an i n t e r n a l source of recu i tment of l abour , management 
has an o i .por tun i ty t o observe t h e behaviour of t h e p r e s e n t 
l a b o u r e r s of t h e o r g a n i s a t i o n , Wo t e s t i s b e t t e r t h a n work 
t e s t . If a worke r fee l s t h a t he has t h e opportu!:!ity t o advance 
w i t h i n t h e concern hio a n t i c i p a t i o n should a s s i o t in proviuin^, 
a c l ima te t h a t encourages se l f -deve lopment , aziu t h i s in 
t u r n must have a d e s i r a b l e e f f ec t upon t h e g e n e r a l l e v e l 
of morale ,Promotion from w i t h i n i s an i n d i c a t i o n of .he 
management's conf idence in t h e i n d u s t r i a l u n i t s p r e s e n t 
'•vorking f o r c e . -Hnd f i n a l l y , promotion from wi th in the e n t e r p r i s e 
i s a p o l i c y which v / i l l s e rve t o a t t r a c t competent and 
capable hands from o u t s i d e t h e f a c t o r y . Thus i t may be 
observed t h a t promotion from w i t h i n t h e human r e s o u r c e s inven-
t o r y i s a v/idely accep ted and e s t a b l i s h e d source of l abou r 
supply in most of t h e i n d u s t r i e s in U.P. This source i s 
u s u a l l y p r a c t i s e d by both p u b l i c and p r i v a t e s e c t o r under tak-
ings i n t h e s t a t e , 
2 . TRAI^ ^^LR ; 
T r a n s f e r i s t h e second i n t e r n a l source of r e c r u i t m e n t 
of i n d u s t r i a l l abour in U,P. I t imp l i e s t r a n s f e r of ojie 
worker from one p l a c e t o a n o t h e r , ^ Transfer r e f e r s t o 
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h o r i z o n t a l mov-m-:nt of an employee w i t h i n t h e o r g a n i s a t i o n . 
A t r a n s f e r i s a h o r i z o n t a l or l a t e r a l movement of an employee 
from one j o b - s e c t ion, depar tment , s h i f t , p l a n t , or p o s i t i o n 
t o ano the r a t t h e same or ano the r p l a c e where h i s s a l a r y , 
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status and responsibility are the same? It is only the 
movement from one job or place to another. Transfers are 
generally effected to build up a more satisfactory labour 
team and to satisfy such needs of an unit as may arise out of 
a change in quantity and qualityo-f production, fluctuations 
in job requirements and attraction in the organisational 
structure. The main purpose of transfer is to stabilise 
employment in an industrial organisation, Other purposes 
may be to meet a worker's own request when he feels uncom-
fortable in the job becau-e of his faction with his superior 
or his fellow workers or because opportunities for his future 
promotion do not exist there to utilise the services of 
worker when his performance is not satisfactory and adequately 
and when the management observes that he may be more suitable 
elsewhere where his . capabilities would be better utilised 
and finally to adjust the labour force of one plant with that 
of another particularly when one unit is closed down for 
various reasons beyond the control of the employer. 
iivery industrial concern has a just and impartial 
transfer policy which is well knovm to each worker. Hence 
transfer is a process of change in job where the new job 
is substantially equal to the j^ revious one in terms of wages, 
status, responsibility and working hours. Whenever any 
vacancy occurs workers within the organisation are 
transferred from one place to another place. This source 
of recruitment internally is the most convenient and. economic 1 
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source. The morale of workers can be kept higher because, 
i i they f ee l t ha t they cannot have good prospects in 
t h e existinti jobs they can be t r ans f e r r ed where t h e i r 
na tura l s k i l l s i n t e l l i gence knowledge and techniques are 
u t i l i s e u in a b e t t e r way. 
3« -L^emotion: 
liernotion h-js been defined as the assignment of an 
individual to a job of lo.er rank and pay usually involving 
lower level of difficulty and responsibility, in other 
words oeraot ion refers to the lowering down of the stetus, 
salary and responsibilities of an employee. It is used 
as a punitive measure when there are serious breaches of 
duty on the part of an employee when it is often a priliminary 
to a dismissal. In adequacy on the part of the worker in 
terms of job performance, attitude and capability v/hen 
because of change in technology methods and practices, 
old hand are not capable to adjust or when workers because 
of ill health or personal resons cannot work properly are some 
of the important reasons of demotion of a worker. Sometimes 
the process of demotion is also used as a disciplinary 
measure. 
The most important alternative of demotion is to 
create a job for the person at the same pay and status 
but with lower job demands, i^ emotion as a source of labour 
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supply is alSiO adopted as internal source ol' recruitment 
of industrial labour in U.P. In many concerns workers are 
hed from different criteria. Therefore demotion 
is a kina of penalty to the worker by lowering down his 
job status and wage level.As an internal source of 
recruitment it means that when a vacancy occurs at a lower 
level it may be filled by demoting any v.o ker from within 
the organisation. This source of recruitment is also practised 
in most industrial organisations of the st^ ate. 
4, Separation? 
" oeparation" means cessation of service of agreement 
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with the organisation for one or other reasono. I'he 
workers may be separated from the payroll of a factory 
because of resignation, discharge and dismissal, suspension 
retrenchment, and lay-off. These reasons can emerge voluntarily 
or by the compulsion of the circumstances of the enterprise 
as the case may be. internal sources also include those 
workers who w'ere at one time employed in the factory but had 
to quit their services due to the above discussea causes 
and are still interested to rejoin the organisation or 
whom the organisation prefers to re-hire, are usually 
internally recruited. Most of the industrial undertakings of 
U.P, follov/ this source of recruitment becau ..e it ultimately 
keeps the morale hii^ h of the labour and build, up a congeni 1 
atmosphere to promote labour management relations. 
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Vvorkers are lound more loyal in tliese concerns 
where t h i s most e f fec t ive i n t e rna l source of recruitment of 
i n d u s t r i a l labour i s p reva i l ing to a consicteraole extent . 
The workers have f a i t h t ha t if the vacancies are created 
again, they would be preferred to outs iders and would be 
r ec ru i t ed . Therefore the workers in these concerns are found 
more loyal and en thus ia s t i c s and self motivated to perform 
thejr assigriHients e f f i c i e n t l y . 
Merits of In t e rna l Sources of Recruitment : 
I t may be pointed out tha t most of the concerns 
with t he object of building up a permanent labour force use only 
those sources which provide the employer with more u t i l i t y 
and advantages than other sources of recruitment of labour, 
s ince i n t e r n a l sources of recruitment of i n d u s t r i a l labour 
a re more advantageous . They are bein^ used by the employers 
in U.P. 
following are the most important advantages observed 
by the i ndus t r i e s which use i n t e rna l sources as a major source 
of recruitment of labour in U.P. s t a t e , 
( l ) The f i r s t and the most important merit of these 
sources i s t h a t , they boost the morale of the present work- -
ing force engaged in t he fac tory . These workers have no 
doubts about t h e i r employment, v/orking conditions wages promotion, 
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and have no fears of being discriminated, against , Workers 
are as:^ ured by their employer that they would be preferred 
to external applicants whenever any vacancy occur.->. Therefor-
workers prove themselves an important asset of the organisa-
tion and campete v/ith one another for better performance which 
results in increasing imLrovement in efficiency, discipline, 
behaviour and many other things which are essential ingredients 
for the smooth running of an industrial organisation. They ar-. 
self-motivated and discharge their assignments efficiently 
regular/, punctually and willingly which Llayo a vital role 
in the successful rumiiuu^ of the enterprise, iiow, it is nece-
ssary to mention here that the morale of labour is raised 
by using the internal sources of recruitment of industrial 
labour, I'orkers are thereby given evidence that they are 
preferred over outsiders when higher jobs are created 
in the organisation. This policy of recruitment is commendable 
if it inau ces present v/orkers to uerform their duties better 
than those who might have been hired from outside the under-
taking, 
(2) An equally important merit of these sources is 
that the employer is in a position to make evaluation of 
the performance of these v/orkers presently working in the 
factory rather than in the case of recruitment of external 
candidates. This is possible because the enterprise maintain 
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a proper record of progress , experience and service of i t s 
employees. A separate personal f i l e of each worker i s maintoine'J 
by the factory in which pos i t ive and negative comments regar- ing 
eff ic iency, performance, experiences, d i s c i p l i n e , punctua l i ty 
s ince re i ty and behaviours of the workers are mentioned. J t 
provides, a help in the evaluation of the efficiericy of the 
present working force of the fac tory . In order to having b e t t e r 
prospects , the v^orker v/ill v,ork harder and prove to be an asset 
t o the en te rp r i se which woula bring hi:ii oppor tuni t ies fo r the 
advancement of his career e i t h e r by way of promotion, t r a n s f e r or 
be t t e r working condi t i jns and s t a t u s . 
(3J In terna l sources fo s t e r loya l ty among the workers. 
I t gives them a sense of Job secur i ty and opportunity for 
advancement, .workers are s a t i s f i e d with t h e i r job secur i ty 
and opportunity, for advancement and promotion .The workers 
wi l l remain f a i t h f u l l and loyal not only t o the employer but 
a lso t o the organisatio-. because they are a^'surea t h a t t h e i r 
empxoyment i s permanent in nature and tha t they are provided 
with oppor tuni t ies for b e t t e r future prospects in the concern, 
'i'his policy of the recruitment of t he employer crea tes a 
sense of belongingness among the working c lass people which 
r e s u l t s in b e t t e r performance and p roduc t iv i ty . 
{^) As v;orkers in the emfloyraent of an inaustry are 
fully aware of and well acquainted with its policies and 
its procedure of operating, they need little training and the 
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p o s s i b i l i t i e s are tha t they would stay longer in the 
employment of the en te rp r i se than a new outside worker who 
i s r ec ru i t ed . The workers knov;led(^e r e f e r s to the organisat ion 
i t s working condi t ions , behaviour of t h e i r supervisory personnel 
and the working environment e t c . An outs ider i s a s t ranger 
to the fac tory and t akes considerable time t o study i t s 
working condi t ions, and so requirog in tens iye t r a i n i n g , 
Therefore in such circumstances and condi t ions, i n t e rna l recrui t -
ment i s more benef ic ia l than recruitment by external sources. 
(5j , fhe f i f t h advantage of i n t e rna l sources of recruitment 
i s tha t the present man -power of the undertakii^g i s made 
up of well t r i e d people and can therefore be re l i ed upon. 
In o ther .vOrds these v/orkers are well t r a ined t o meet the 
challenges a t every stage and s i t ua t i on and the m.anagement 
has f a i t h in them. The present workers will not turn 
t h e i r faces even if the en te rp r i se i s passing through bad and 
c r i t i c a l condit ions, t h e i r e f for t s would continue t o make 
the organisat ion run normally and smoothly. In such circums-
tances , the management and the workers are found working jus t 
l i k e the family members of one family. 
(6) f ina l ly the l a s t inerit of these sources i.i t ha t 
they are l e s s cost ly than external sources oi recruitaieni , 
Recruitment through in t e rna l sources i s more econoniical than 
going outside to r e c r u i t . J^very a c t i v i t y relevant 
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t o recruitment p r ac t i ce s i s coni'ined within the tour 
bounaari'es ot the organisa t ion . If v/e adopt the i n t e rna l 
source in our recruitment programme, i t wi l l save consid-
:":raoly t h - recruitment coist, 
WotwithstandiniS th^.se advantages, these i n t e rna l 
sources oi labour supply have ce r t a in de fec t s . As f a r as the 
sources are concerned, i t i s e s sen t i a l t o mention here 
tha t t he re i s no speci±ic source of recruitment v;hich i s 
being followed in a l l the indus t r i e s of the s t a t e . Thtre 
are d i f fe ren t sources v/hich are being prac t i sed to build 
up i n d u s t r i a l working t-.-am, depending upon the s i t u a t i o n , 
the nature of labour required, time cost of recruitment 
and the competence of r e c r u i t e r s . Hence the sources vary 
from industry t o industry a l l over the s t a t e . 
l^emerits of In terna l •Sources : 
while the syste:ii of i n t e rna l sources of recruitme.J-
has ce r t a in advantages, i t suffers from several important 
defec ts . Their major demerits are discussed below; 
( l ) The f i r s t disadvantage of t h i s system i s tha t i t 
leads to inbreeding and discourages new blood from enteririg 
the indust ry , whenever any vacancy i s created, preference 
i s general ly given t o the present workers who are already 
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on the payrol l oi" the concern and r e s t r i c t s f reshers to apply 
I'or the prospect ive jobs . 
(2) In te rna l sources of the recruitment of i n d u s t r i a l 
labour may not be able t o procure the r e q u i s i t e number 
of personnel from within an organisa t ion , For example the 
concern i s planning t o expand ana increase production which 
requi res c.n increase in labour force . Hence the required 
number of human resources may be d i f f i c u l t a to be rec ru i t ed 
within the factory by adopting the i n t e rna l sources. The 
only a l t e r n a t i v e then i s to have recruitment through external 
sources. This i s a ser ious drawback v;hile following i n t e rna l 
soarces of recruitment of i n d u s t r i a l labour in b .P . 
( 3 ) ^s alreaciy mentioned in the previous pages, 
promotion i s the chief i n t e rna l source of recruitment of 
labour and i t i s based on sen io r i ty , merit and other 
c r i t e r i a but the chief drawback of t h i s source i s tha t 
competent and capable hands may not be chosen. fromotion 
i s optional on the par t of the management, i . e . , the 
l i l-es and d i s l i k e s of management about personnel may a lso 
play a v i t a l ro le in the recruitment p r a c t i c e s . In other 
words, the management would l i k e to r ec ru i t as i t l i k e s 
and no one can ci.allange i t s choice and dec i s ions . The 
ro le of management i s the backbone of the promotional 
policy of the undertaking in which honesty, impar t i a l i t y 
and s ince r i t y are the key fo r the successful execution of 
t h i s funct ion. 
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(4 ) '-'•'he l a s t ser ious handicap in the growth of i n t e rna l 
sources i s tha t adequate number of workers can not be got 
from t h i s source. This source breaks down when there are 
numerous vacancies, thus the employe • r e s o r t s to external 
sources of recruitment of i n d u s t r i a l labour in U.P. Uaring 
the period of rauid expansion of the organisat ion, the 
in t e rna l sources are indequate t o procure competent sk i l fu l 
and r e q u i s i t e hands. 
From the foregoing discussion, i t i s apparent tha t 
i n sp i t e of various ser ious defects in the in re rna l sources of 
recruitment t h i s system i s used by many indus t r i e s in the 
s t a t e . I t i s not only reasonable but v/ise to use t h i s source 
if the varcencies t o be f i l l e d are within the capacity of 
t h e present employees i f adequate employee records have been 
maintained and if oppor tuni t ies are provided in advance 
for them t o prepare theaiselves for promotion from blue 
col lor t o white co l l a r jobs . The p rac t i ce of u t i l i s inr^ the 
in t e rna l sources wi l l r e s u l t in higher produc t iv i ty , higher 
morale of the worker and u l t imate ly leading t o a favourable 
climate to maintain good labour management r e l a t i o n s in the 
s t a t e . This pol icy i s commendable if i t induces present 
employees t o prepare themselves fo r t r a n s f e r or pi'omotions, 
thereby making themselves b e t t e r then those who might have 
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been hired from the outside . I t i s an establishes-^ fact t ha t 
inter 'nal recruitment ce r t a in ly efl 'ects pos i t i ve by which 
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consequently r e su l t in hi.^ ih oiorale and great ' r eXficieiicy 
and product iv i ty in the organisa t ion , 
i^xternal .Sources of Recruitment of I n d u s t r i a l Labour in U.P. 
As already discussed, the f i r s t s tep in the r e c r u i t -
ment process of s taff i s to make an est imate of the requirements 
of labour for the, in^duatry. fhe main purpose of recruitment 
i s to f ind out the adquate number of persons su i t ao le for the 
jobs lying vacant in the ort;,anisation. Larger the number of 
appl icants desirous for the job, easie^r t he se lec t ion of the 
most su i t ab l e candidates and vice versa . Hecruitment , t he re fo re , 
i s a process by which human resources are not only aiscovered 
but a t e also encouraged to apply for the jobs vacant in the 
organisa t ion . The most s t r ik ing fea ture in the U.P. s t a t e labour 
market i s the apparent abundance of labour in the market. Yet 
despi te tremendous unemployment, the r ight tyi:e of labour 
i s not easy to f ind since i n d u s t r i a l workers are drawn from 
di f ferent d i s t r i c t s , v/ith varying na ture , customs, bel ief 
and they usually take a l o t of time in aaju^.tin^ themselves 
with the i ndus t r i a l l i f e . Therefore, fo r outside recruitme-.t 
t h e en te rpr i se emiloys various ana varied sources. The se lec t ion 
of external sources of recruitmei.t dep-nds upon the nature of the 
job as revealed oy the job spec i f ica t ion and job aesc r ip t ion . 
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Only fev; o rgan i sa t i jns f i l l t h e i r exis t ing vacancies 
oi' labour' -or v/orkor requirements from within. I t i s poss ib le 
or.ly in those concerns which need very l imi ted man-power ^ 
But in big i ndus t r i e s of U.P. s t a t e , i t i s very d i f f i c u l t 
to meet the whole manpov/er requirements from within the 
organisat ion because plant capac i t i e s are usual ly expanded 
year a f t e r year, -^ ome times some nev/ worl;s require some 
spec i f ic type of s k i l l s th;-:t can not be met from within the 
existin^j working force of the concern, -^ ome time new people 
are brought in the organisat ion t o apply t h e i r new i d e a s , 
t a l e n t s , and s k i l l s , I'hus the recruitment pol icy of the 
inaustry should be such tha t some new sources may be 
explored ana the recruitment may be made from the people 
outside the organisat ion . t JO. Iherefore -iiost of the 
companies or f a c to r i e s in U.P. have to resor t to external 
sources of recruitment to meet these excessive manpower 
requiremeuts which are e s sen t i a l for the e f f i c ien t running 
of the f a c t o r i e s or i ndus t r i e s in the s t a t e and simultaneously 
to meet the challanges of the grow—ing demands of the product, 
-External sources of recruitment are numerous and var ied in 
character . An industry has t o get outside sources for the 
recruitment of the vacancies caused by the process of changes 
in t h e workers within the organisat ion for expansion and for 
pos i t ions which could not be f i l l e d up by the present manpower. 
The most important external sources oi' labour 
sup^.ly which are adopted regular ly by the U.P. J t a t e 
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i n d u s t r i e s are as follows : -
( 1 ; Aavertisirie; (2) Anployment agencies 
{a) i^ublic employment exchanges 
(b^ Pr ivate employment bureaus, 
(3i Recominendations ox' the present workers. 
(4 ; School auu colleges (5j Labour Unions (6) Applicants at 
the gate and app l ica t ions (7) Technical I n s t i t u t i o n (8) -Ueputa-
t i o n s (9) '«ords of mouth d o ) ^'ormer workers i'\^ ) Voluntary 
organisat ions (12) ^jcheuuled caste ana schedule t r i b e s {'\3) 
Minority ^.roups (lAj Miscellaneous sources. 
1) Advertisin.K : Auvertising i s a process of providing to t he 
prospect ive job seekers information regarding the s i t u a t i o n s 
vacant through var ious media. However the most common p rac t i ce 
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i s to r e c r u i t employees through various kinds of advert isement. 
Advertising through a v/idearea provides opportunity for se lec t ion 
of employees from an extensive labour markets. I t i s undoubtedly 
t r u e tha t workers of good qua l i ty are procured through t h i s 
source. It i s equally t r u e t h a t a l a rge number of f l o a t e r s , 
malingerers aiid others who are completely un.lit a re a t t r a c t e d 
by t h e advert i^emer.t. Therefore adver t i s ing in various media i s 
a widely usea external source of a t t rac t ing; indui ; t r ia l lauour 
in most i ndus t r i e s of the s t a t e . 
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How much aQvot ' t i ing i s done, usual ly depends upon 
the requirement oi l;:ibour. Aavcr(:iseiiientn arc usual ly made 
throui^b IJev/s pajjers, per iodica ls and pamphlets as well as 
modern media ol rad io , t e l ev i s i on and s l i ue . iii p i c tu res . 
A well planned advertisement for recruitment minimises 
t he f ea r of unqualii ' ied persons applying for the job in the 
organisa t ion . If the advertisement i s s c i e n t i f i c , i t gives a 
proper descr ip t ion of the job and spec i f ica t ion of job requiremeite 
i . e . quali-^ication and a b i l i t i e s needed for the job. The 
prospect ive job seeker caxn assess h is own a b i l i t i e s ana su i tab i l -
i t y for the pos i t ion before sending his ai;)plication ana only 
those wil l be a t t . a c t e d to apply who possess the r e q u i s i t e 
qua l i f i ca t ions fo r the job . Thus the po ten t i a l candidates are 
f i r s t introduced to the or .anisat ion throufih the process 
of sc ie . j t i i ' i c advertisement, i'^ lov;adays we reaci d i f ferent 
advertisem::nts in various news paper- , t r ade journa l s , Magazines, 
e t c . A nev/ technique i s evolved by the eaiployer to assess the 
s u i t a b i l i t y and capab i l i ty of labour for jobs in which the 
adve r t i s e r c l ea r ly mentions the present salary drawn and expected 
and gives in the advertisement that the oersons urawing l e s s 
than such and such amount/salary need notapply - This i s given 
only to understand . the candidate s k i l l , knov/ledge, a b i l i t y 
ana the capab i l i ty t o earn mure or l e s s . By t h i s process the 
employers make the assessment of the performance of the 
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prospective joL seeker'/, , they Coii uraw conclu.^i on.s re/iarciiri/j 
the coritribut ion of t h e i r efficiency and produc t iv i ty , 
the past working background and sa lary drawn ana the expecta-
t ion of the worker t o earn more than that by chan;iins t h e i r 
employer fo r hii],h:.r monetary and non-monetary motives. In 
other words t h e i r c a p a - b i l i t i e s for the prospect ive vacant 
job are eas i ly and conveniently ascer ta ined throu_ h the proses: 
of s c i e n t i f i c advertisement . 
2. i::^ mplovment Agencies : 
The second most important External source of 
recruitment of i n d u s t r i a l labour in U.P. i s employment 
exchan^ie. In contrast to adver t io in^ , the use of employment 
agency provides consiuerobly b e t t e r screenin,^ in the 
recruitment process . The maiii function of these employment 
aj::,encies i s to make reg is t ra r ior i oi' the prospect ive joo 
seekers and t o recomaiend the r eg i s t e red names for employment 
when t h e employer ask these agencies fo r recruitment of workei^s, 
These employment agencies v/hich help the employers in hirin;^ 
the e f f ic ien t and required number of workers can be c l a s s i f i ed 
into two ca tegories : 
(a) Public Jimployment J^xchanges. 
(b) Pr ivate Employment f>ureaus 
a) Public iUI;plo^^erit Exchanges: 
The public i^^nployment agencies are under the 
j u r i s d i c t i o n of the o t a t e . The basic work of U.P. i^iiployment 
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exchanges i s to brirife the applicant auU the employer togethex^. 
The employer has t o r e g i s t e r himself with the s t a t e s employment 
exchange and report fo r job references . In t h i s manner the s t a t e 
agency i s able t o get a subs tan t i a l number oi' app l i can t s , a 
readi ly saleable product ava i l ab le to the employer. This 
process of recruitment of labour has made the employment excha-
nges a more at r a c t i ve source of labour supply for t he various 
p r iva te and govfernment i n a u s t r i e s , 
'i'he compulsory n o t i f i c a t i o n of vacancies Act of 1959 
which became operat ive in 196O imposes ce r ta in obl iga t ions 
on a l l employees in the public sec tors and ttiose engaged in 
non-agr icu l tu ra l a c t i v i t i e s and employing, 25 or more persons 
in the p r iva te sec tors . Under sect ion 4 of t h i s Act, I t i s 
obl iga tory for employers t o notify the nearest employment 
exchange of vacancies (witli ce r ta in exceptions Jin t h e i r 
es tabl ishments , before they are f i l l e d . luiiployment exchanges 
have answered a great need in placing workers, p a r t i c u l a r l y 
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blue c o l l a r , white c o l l a r , ca r f t s and technica l v.orkers 
Therefore these employment exchan^^es have been set up t o ca te r 
t o the needs of mass unemployed labour, handicapped workers, 
displaced persons and ru ra l workers. These employment agencies 
have t o be s t ruc tured so as t o meetthe detnands on i t by increase 
in laoour force and chan ing pa t t e rn of t he company, ^omniunities 
such as shceduled cas tes and stiheouled t r i b e s defence personnel 
55 
disploceu persons, rep;;:tri&tes and Qvacuees e::-serviCGineri 
ana physical ly hanaicap.jed persons l i k e a multipurpose 
organisa t ion. The employment ei<change he i rs the prospect ive 
job seekers equipped with diverse s k i l l s r.nd experience in 
ger t in^ a su i t ab le job or Irraining oppo r tun t i t i e s . I t a l so 
serves employers by re fe r r ing to them su i t ab le workers in 
order t o f i l l t he different vacancies in the establ ishment . 
Therefore the employers are l ega l ly bound to seek the 
recommendations of the employment exchange nearest to t h e i r 
f a c t o r i e s in order t o f i l l vacant position;^ . Aiiployment 
exchanges f u l f i l a great need in placing workers p a r t i c u l a r l y 
blue co l l a r t echn ica l and sk i l l ed workers. 
The employment exchanges are es tab l i shed by the 
govt, and run by the govt t o f a c i l i t a t e the employment 
seekers in g e t t i n g su i t ab le jobs with minimum e f fo r t . Jimployers 
inform the employment agencies about t h e i r raan.,ower requiremeni 
while the unemployed r eg i s t e red candidates get information 
aboutthe vacancy through employment exchange. These agencies 
recommend the name^of such candidates fo r the recrui tment . 
This source of recruitment i s found very Ijelpful on the par t oi 
t he both em.".loyer3 and prospective job seekers in U.i'. 
I ndus t r i a l establishments in most of the f a c t o r i e s of b . F . 
areadopting t h i s source for the recruitme.it of i n d u s t r i a l 
labour iii order to ca te r to t h e i r needs of manpower. 
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In addi t ion to the government employment exchanges 
several p r iva te employment agencies are exiisting in the 
s t a t e . , v/hich are renaerin^;, r e c r u i t i n g service on behalf 
of t h e i r c l i en t i n d u s t r i e s . Pr ivate employment agencies 
are 3i,_;nii icant in tlie U.P. labour market. These have 
tended t o serve e i t h e r in the t echn ica l and professional 
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areas , or in the r e l a t i v e l y unski l led f i e l d s ' . The f a c t o r i e s 
\vhich have seasonal log',ing operat ion, may require quickly 
but temporari ly a la rge number of labour of varied cadres such 
as carpenters v/elder'S, helpers , masons , mechanics, machinists , 
and other t echn ica l workers. By turnin:^ t o i>rivate employment 
agencies in big c i t i e s of the s t a t e the employei- can gather 
and rec ru i t a group of f loa t ing workers that could scarcely 
be rec ru i ted in any other way. In essence these p r iva te agencie.-
are brokers, bringing employers and workers toge the r . For t h i s 
service they are compensated by fees charge against e i t h e r froi.-: 
t he employer or em .loyees. There', rore these p r iva te einploy;;:ent 
bureaus depend for t h e i r income upon fees charged for t h e i r 
se rv ice . In general the applicant pays fee if the agency i s 
successful in loca t ing an acceptaole work for hirn, 
I^ow-a-days we see tha t the p r iva t e employment 
agencies adver t i se the vacancies in various news papers on 
behalf of t h e i r c l i en t concerns of U.P. and make recruitment 
of the r e q u i s i t e number of personnel on t h e i r behalf. In case 
of U.P. s t a t e t he se agencies are serving the desire purpose for 
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the employe--^s and labour . In major indus t r i . . l towns e.ti,. 
i''ie?-rut, wodinagar, "-^haziabad, Ferozabad, Aiigarh, iioradabad, 
b a r e i l l y , Kanpur , Uacknow, Banaras e t c . t hese off ices are 
maintained by the employers e tc , and get information about 
t h e i r requirements of labour. The Bureau e i t h e r r e c r u i t s from 
aiu'jng the reg i s te red ai,'[)iicants or send their- agent.-] to local 
labour areas for adver t i s ing the luani.ower ref^uirements in 
the loca l iJev/spapers, then the vjorkers contact theiu and apply, 
and u l t imate ly get r ec ru i t ed if found su i t ab l e , or otherv.'ise 
if they match the v/orking requirements of i he orgari isat ion, 
In i n u u s t r i a l concerns of U.r-. most vacancies are f i l l e d i,vitn th( 
help of p r iva te employment iJureaus which have become a r e l i a b l e 
source of i n u u s t r i a l labour supply-
{3) Hecommendations of the present worker : 
The t h i r d ana the most economic external source of 
recruitment i s the recommended ap[)licatits of the present 
employees who are a l ready on the payrol l of the organisat ion 
Recommended labour r e f e r s t o a l l app l ican ts who come to t he 
employer on the d i rec t suggestions of a present employee or 
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other employers. present workers recommenaation are considered 
qui te frequently for recinjitment. I t encourr.ges employees 
p a r t i c i p a t i o n in management decision which i s now on accepted 
philosophy of pos i t ive motivation. I'^ iany f a c t o r i e s of U.P. s t a t e 
give preference to the r e l a t i v e s , f r iends of the present labour 
in f i l l i n g temporary vacanc ies . . If t h i s source does not 
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provide tiie requirrcl number ol' workers then loca l r e s iuen t s 
01 the project are pre.terred for recruit jnent. ijenerally i t i s 
observea tha t preference i s given t o the reconimeneded 
applicant of present v/orkinji i.orce. In cao& the job does 
not require a high l eve l of t echn ica l s k i l l s , often 
the workers introduce t h e i r r e l a t i v e s f r iends expecting to 
f ind jobs . fh i s has proved t o be a good source of r ec ru i t 
ment of semi-ski l led and unski l led workers. I t i s contended 
tha t a good worker may bring in another good worker. 
'i'hus recommended labour of present workers r e fe r s 
t o a l l appl ican ts who come to the employer on the d i rec t 
sugoSstion .of the concerns worker.s or other employees, oome 
Indus t r i a l employers in the s t a t e c u l t i v a t e t h i s source f e e l i n 
tha t i t wi l l provide a pre - s e l ec t ed clas, . oz app l i can t s . 
when the ^iresent employees recommend t h e i r f r iend, and 
r e l a t i v e , for jobs, i t i s l i k e l y tha t they will ao t h i s -with 
a grea t degree of c a r ; , fhis source of external recruitment 
i s a good source of labour supply because much of the 
information relevarit t o the prospect ive candidate i s provided 
by the loyal workers of tiie organisa t ion. If the recommended 
applicants of the present workers are r ec ru i t ed and preferred 
they will aevelop a sense of uelon,,ing ness ;:iii0iig the v;orkers 
and u l t imate ly look fo r i,;ore p roduc t iv i ty , vihen the labour 
market i s very t i g h t a la rge number of U.r^. Indus t r i a l 
employers-frequently offer bonus as a p r i ze t o t h e i r exis t ing 
labour for offering references for hirin." addi t iona l labour. 
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4 , oUhUUL Aii-i^  UuLxj^ Gii-o: 
111 t i m e s of l abour s c a r c i t y t h e r e i s tendency t o 
bea t on t h e doors of s choo l s ana c o l l e g e s , t o r e c r u i t v/orkers, 
•^ ome o rgan i sa t i o i i iii India have r e c e n t l y s t a r t e d v i s i t i n g 
c o l i e g e campuses f o r r e c r u i t m e n t p u r p o s e s . Ihe ^ r e a t mer i t 
j f t h i s source i s t h a t most of the p r o s p e c t i v e a i - p l i c a n t s a r 
prese i i t a t one p l a c e and r e c r u i t m e n t can oe conuucted a t s h o r t -
n o t i c e . These schoo l s ana c o l l e g e s main ta in con tac t i n d u s t r i a l 
f i rms of t h e s t a t e v/ho h i r e t h e i r s t u d e n t s . Therefore , campus 
r e c r u i t m e n t i s one of t h e widely used sources of r e c r u i t i n g 
l a b o u r . 
In most c o l l e g e s and schools recrui tniei i t of l abour 
i s done in coope ra t ion with t h e placement o f f i c e r of t h e 
concerned i n s t i t u t i o n , ijome t imes f i rms d i r e c t l y get in fo rmat ion 
from t h e t e a c h e r s r egard ing t h e poor and needy s t u a e n t s who 
want t o ge t p a r t - t i m e or f u l l - t i m e work t o earn money wi th 
t h e i r e d u c a t i o n . S imul taneous ly , The advantage of t h i s 
source i s t h a t most a p p l i c a n t s a re a v a i l a b l e a t one p l a c e who 
can be h i r e d without fa cine; any problem and i n t e r v i e w ican be 
a r ranged s h o r t l y fo r t h e purpose of r e c r u i t m e n t , 
( 5 ; LABOUR UlUQN; 
• Labour Union i s t h e f i f t h s i g n i f i c a n t e>;terxnal 
source of r e c r u i t m e n t of i n d u s t r i a l l a b o u r in U.P, p a r t i c u l c r l y 
in Case of f i rms which have c losed shop r e l a t i o n s h i p s . In 
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such Cases labour organisa t ions exercise t h e i r monopolistic 
control over laoour supply with one quar ter ol ;nanpower 
organised in to unions, we caxinot neglect organised labour as an 
important source of labour supply. 
Union have played and are l i ke ly t o play an increa-
17 
sins role in the matter of sources of labour supply. In 
some indus t r i e s of U.P. such as building, Unions have ov/ned the 
r e spons ib i l i t y of supplying the employPTS with the required num-
ber of sk i l l ed and unski l led workers. These unions maintain 
records of unemployed workers and when a need for workers 
a r i s e s t h e i r app l i ca t ions are recommended t o the employers fo r 
recrui tment . 
(6) APPLICAi^ To AT Tnj. GAi£ Ai^ iJ Ab-i'LlCaTlOiiS; 
liany i n d u s t r i a l u n i t s of li.t'. re ly upon casual labour 
who usual ly present a t the fac tory gate or employment off ice 
with the expectation tha t if any vacancy 'exis t they wil l be 
r ec ru i t ed . Many f a c t o r i e s make use of t h i s source because i t 
i s most economical and convenient sources of recruitment of 
i n d u s t r i a l labour. Therefore the prospect ive appl icants who ca l l 
on t h e i r own accord at t he factory ga te cons t i tu t e an 
imjjortarit external sources of recruitment of i n d u s t r i a l 
labour in U.P. (Generally we observe in many factorie.^ tha t in 
the morning, persons assemble at the fac tory g a t e . i f t h e i r 
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service? are needed due to absence, i l l n e s s accident or 
any other reason oi the ijre:ient employees, they ar-
teiiiporarily r ec ru i t ed and are asked t o ^^uit when the previous 
v;orkers re turn t o t h e i r v/ork. This type of labour i s ca l led 
casual labour . Perhaps the cheapest source of recrui tment 
of lauour i s the appl icant e i t h e r by l e t t e r or by ga te . Unsoli-
c i t ed appiiC'. t ions DOth at the ga te and through the mail, 
cons t i t u t e a much used source of personnel . Ihese can be 
developed throuj^h provision oi a t t r a c t i v e emnloyiiient off ice 
f ac i : , i t i e s anu prompt and courteous r e p l i e s t o unso l i c i t ed 
prompt and courteous r e p l i e s t o unso l i c i t ed l e t t e r s . '° 
These applicants who usual ly res ide in the neighbour hood of 
the organisat ion have now become the most p reva i l ing source 
of recruitment in U.Jr-'. espec ia l ly when unski l led and seraiskillec 
labour i s needed . 
Many appl ica t ions are a lso received by mail . In 
such cases careful screening of app l ica t ions i s required to 
h i re the r igh t type of labour, ^k i l l ed , semiski l led and even 
unski l led unemployed youth send t h e i r appl ica t ion t o the 
indus t r i e s with the expectation t h a t if any vacancy e x i s t s 
or wil l be created in future they v/ill be ca l led for in terview, 
hence the i ndus t r i e s maintain a separate f i l e of such apt . l ica-
t i o n s . In times of emergency they consider t h i s convenient 
and economical source and make recruitment from these 
appl ican ts if found su i t ab l e , competent ana matching the 
profess ional s k i l l s for the job . 
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7- T£Cril\IIGAL ir^oTlTUTlOii: 
Techn ica l I n s t i t u t e s of U.P. s t a t e c o n s t i t u t e s t h e 
seventh source of l a b o u r i n t h e s t a t e i n d u s t r i a l conce rns . 
These i n s t i t u t e s a r e l i k e l . T . l . , onor t d u r a t i o n diplomas of 
u i f f e r e n t t r a d e s p rov ide very good source of r ec ru i tmen t which 
does not invo lve any s i g n i f i c a n t l e a d t ime f o r r e c r u i t m e n t of 
t e c h n i c a l l y equipped i . e . s k i l l e d and s e m i s k i l l e d t y p e of 
workers employers p e r s o n a l l y approach t h e n e a r e s t t e c h n i c a l 
i n s t i t u t i o n s ^ This source can a l s o be regarded as economical 
and cheap. That i s why i t s p r a c t i c e f o r t h e purpose i s go ing 
up day by day. 
8- Dii^ruTATlOU: 
j-^eputation a s an e x t e r n a l source of r e c r u i t m e n t means 
hirin^j v/orkers from o the r f a c t o r i e s , u n i t s , concerns or indu-
s t r i e s f o r t h e t ime be ing . I t t o o i s a s an impor tant source of 
l abour supp)ly i n U.P. I n d u s t r i e s . In both p u b l i c s e c t o r a s well 
as p r i v a t e s e c t o r i n d u s t r i e s some s p e c i a l l y q u a l i f i e d pe r sonne l 
a r e h i r e d f o r a shor t d u r a t i o n . Since c e r t a i n workers pos se s s 
c e r t a i n s p e c i f i c competence, a b i l i t i e s , a p t i t u d e and t e c h n i c a l 
knowledge use fu l t o o t h e r u n i t s of t h e same i n a u s t r y or o t h e r 
i n d u s t r i e s ^ f a c t o r i e s or o r g a n i s a t i o n . They a re deputed f o r a 
s p e c i f i e d d u r a t i o n . The deputed workers of ten f o i l t o become 
an a c t i v e p^-rt of t h e o r g a n i s a t i o n . 
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(9) WOIU)d U^ ' I'luUTii : 
The U.P, I n d u s t r i a l o rg t in i sa t i ' j n s a l s o p r a c t i s e 
t h e worus oi mouth mot hod of r e c r u i t m e n t . I're eiit workers of th':^ 
e n t e r p r i s e s t e l l an a c c u i n t a n c e about t h e v a c a n c i e s in t h e 
company, oome vacanc ie s a re f i l l e d uy t h i s sou rce . Unemployed 
youth of ten .,ander here ana t h e r e i n sea rch of a j o b . If 
f o r t u n a t e l y he meets t h e person who has t h e whereabout of 
t he J00 ana t e l l them then he caii c o n t r a c t t h e concerned 
employer f o r t h e wOrk. If t h e employer f i n d s them s u i t a b l e 
ana capable f o r the work, he r e c r u i t s tne:n. o-ine t imes i n d u s i -
r i o s mi(JhL ask t h e i r p r e s e n t workers and u the r s t o look around 
f o r a person wi th t h e s t i p u l a t e d q u a l i f i c a t i o n s . 
Another form of t h i s r e c r u i t m e n t i s employee 
p inch ing whereby persons a l r e a d y employed a r c made an 
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a t t r a c t i v e o f f e r by a r i v a l f i rm . In some concerns i t 
happens t h a t r i v a l f i r m s a t t r a c t t he workers who a r e with 
s p e c i a l s k i l 3 ^ t o ge t employed in t h e i r f a c t o r i e s by p rov id ing 
h igher s a l a r i e s /v/ages. Th is i s a l s o t h e p r a c t i c e found 
in some i n d u s t r i a l concerns of U.P . S t a t e . 
(10) J^ 'UHiiiiH KORKILRS; 
Former workers a rc those workers who were once on 
t h e pay r o l l of t h e i n d u s t r i e s but l e f t t h e i r work e i t h e r 
due t o t h e i r own r e a s o n s or the employer asked thiem t o q u i t , 
i f t h e s e workers who have a good p r e v i o u s r e c o r d s wish t o r e t u r n 
t o t h e o r g a n i s a t i o n , t hey ge t f i r s t p r e f e r e n c e . The advantage 
of t h i s source i s t h a t t h e r e c r u i t e d pe r sonne l from t h i s 
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source ao no t r e q u i r e any t r a i n i n g or knovvled^^^e about t h e 
o r g a n i s a t i o n and t h e i r works. As f e r a s the i n d u s t r i a l 
atmosphere i s concerned, a s they a r e well f a m i l i a r with t h e 
o r 'gan i sa t ion , i t s workers and a d m i n i s t r a t i o n conven ien t ly and 
qu ick ly they g e t r e a d j u s t e d wi th in the concern, There io re i n 
Ui" t h i s source i s a l s o p r a c t i s e d whi le r e c r u i t i n j i i n d u s t r i a l 
l abour v/ith the e x p e c t a t i o n of t h a t t h e workers r e c r u i t e d from 
t h i s prove themselves as a p r e c i o u s a s s e t of t h e o r g a n i s a t i o n . 
11) VuLUI^ TARY ORGAiaoATIOr^ ; 
Voluntary o r g a n i s a t i o n s i nc lude p r i v a t - c l u b s , 
s o c i a l o r g a n i s a t i o n , which p rov ide t o t h e employers handicapped 
p e r s o n s , v/idowed or mar r i ed women old .person.'^ r e t i r e d hand-, 
e t c . i n response t o t h e adver t i semen t fo r d i f f e r e n t c a t e s o r i e s 
of j obs .These o r g a n i s a t i o n s r ende r t h e i r s e r v i c e s f r e e of 
charge fo r t h e s e poor and down t rodden peop le and tielp them i n 
g e t t ing employm e n t . 
12) SCH I^JULED CASTEJ Ai>ii^  5Cliij.aJLi::D TRlBi^o : 
The c o n s t i t u t i o n of Ind ia p r e s c r i b e s c e r t a i n 
concess ions f o r SC scheduled t r i b e s i n t h e m a t t e r of 
r e c r u i t m e n t . Rese rva t ion up to 15)*^  f o r scheduled ca s t e and 1 ^ % 
f o r -^ Ts have been prov ided in v a r i o u s j obs of the s t a t e . In 
every f i e l a of i n d u s t r y t h i s p e r c e n t a g e of t h e s e people has t o 
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main ta ined v;hile making r e c r u i t m e n t . In puDlic s e c t o r 
inciu.i^tries t h i ^ source has become very impor tant f o r t h e 
mass r ec ru i tmen t oi' l abour supply by p r e f e r r i n g t h e s e 
people i n t h e i r r e c r u i t m e n t programme t o u p l i f t t h e s e 
backward Coramunities, 
13) i^Ii.uRIlY GltuUP^ : 
H i n o r i t y g roups aro t h e t h i r t e e n t t i source of l a b o u r 
supply oi Ui- I n d u s t r i e s . Ho re and more coinpaniea a r e seeking 
cand ida te among women and a l s o from from mino r i t y g roups . The 
approaches i n c l u d e s p e c i f i c sea rch programmes as wel l as 
involvement in the ge;h9t tos . ' ^ 
A v a r i e t y of programmes have been ittinlf-'tnented i.i Ut 
t o a t i r a c t employees from i ' i inori ty groups . Ufcourse, many 
f a c t o r i e s a r e found r e l y upon t h e p u b l i c employment a g e n c i e s . 
Th i s s t e p has been t a k e n as a s o c i a l r e s p o n s i b i l i t i e s i n o rue r 
t o ge t more cand ida t e s from Minor i ty g r o u p s . 
lviloC£i.LAi^iiOUJ 30URCi::o OF RECRUITMEra^  OF Il-^JUdTRlAL LAbL;UR : 
In a d d i t i o n t o t h e t h i r t e e n major Ex te rna l sources 
of l abour supply d i s c u s s e d i n t h e fo rego ing d i s c u s s i o n t h e 
fo l l owing a r e the sources which a r e p r a c t i s e d and have become 
an impor tan t p a r t of comprehensive r ec ru i tmen t programme-, 
1. s o c i a l s c o u t s , who a r e s en t t o d i s t a n t p a r t of t h e 
s t a t e t o encourage t h e workers t o mig ra t e from t h e i r v i l l a g e s 
t o i n u u s t r i a l i s e d townsof t h e s t a t e . 
2. i^enal i n s t i t u t i o n s , some f a c t o r i e s are ut i l is i r i i^ 
t b i s source as a matter of policy of recrui tment . 
3 . Inter-company ro t a t ions in Indus t r ies of a seasonal 
na tu re . Labour moves from factory t o fac tory accordini, t o the 
season . 
4 . liobile employment t r a i l e r s — "A mobile employment 
office makes the company more access ib le to prospective app l i -
cants . This i s of in places ana t imes of labour s c a r c i t y . ' 
5. F ra te rna l organisa t ions , lod^e, and churches some 
times help iii recruitment of labour in the s t a t e and recominend 
the candidates , 
$. Other candidates business organisat ion a lso form 
a source e i the r throut^h e th i ca l contact or labour p i r a t i n g 
7. Indus t r i e s in U.P. play a p a r t i c u l a r l y ac t ive ro le 
in seeking workers during period of a t igh t ladour market. 
for example, in a fac tory during a c r i t i c a l shortage of v/orkers, 
a concentrated houseto house convassing i s undertaken by i t s 
o\m v/omen workers who brought in a l a r g e r number of housewives 
wil l ing to v;ork temporarily Quring the pinch . fh i s source 
a lso serves t o i l l u s t r a t e the methods of r ec ru i t i ng the sk i l l ed 
and semiski l led workers. I'he short.ageof s k i l l e d workers becomes 
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dangerously acute , I'iany indus t r i e s consiaer i t desii^able 
to divide t h i s work into i t s components. Then t r a i n e e s are 
a lso a._signed simple aspect ol t he job . 
in times of labour sca rc i ty and accelera ted r e c r u i t -
ment programmes, employers show a pronounced tenaency to 
improve and develop new sources fo r much required human 
resources . 
From the above discussion i t i s apparent that r e c r u i t -
ment of i n d u s t r i a l labour i s a continuing complex and v i t c l 
organ of personnel manageraent involving careful consiaerat ion 
of a wide range of sourceiiand number of common p r a c t i c e s . The 
sources of market are varying and d i f f e r frjm organisat ion 
to organisat ion, unit to unit anci incustry t o indus t ry . I t 
i s the job of the personnel manager or of f icer to make an 
appropriate se lec t ion among the new sources of labour sui ply . 
They opt only for those sources which can meet the re^iUireraent 
of the organisa t ion , and make effort t o evolve ce r t a in new 
convenient sources of recruitment oi indust r ia l labour to n.eet 
the changing neeas, 
i^ ew l e t me proceed t o discuss the u t i l i t i e s of the 
external source of recruitment of i n d u s t r i a l labour in the 
s t a t e . The f ollovyin^ are the most important advantages of 
external sources of recrui tment; 
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/icivaiita; ,e.; o£- maternal oourcea ul recruitnieiit ui I ndus t r i a l 
labour in Ut tar Pradesh ; 
As discussed in t h e previous pages each and every 
source has i t s own u t i l i t y depending upon the s i t u a t i o n and 
requirements of the indust ry . There i s not a s ingle spec i f ic 
source which must be adopted ana followed for the recruitment 
programme, K^ometimes the employer has t o go in fo r i n t e rna l 
sources and somtimes he h.3S to resor t t o external sources for 
labour supply. Therefore i t has become imperative t o d i scuss 
some of the important u t i l i t i e s of external sources of 
recrui tment . The following are the merits oi^ the external sources 
of recruitment of i n d u s t r i a l labour in U.P. 
1. The f i r s t ana the most important meri ts of these sources 
of labour supply i s that i t provides the r e q u i s i t e number of 
personnel for an i n d u s t r i a l organisat ion, having s k i l l t r a in ing 
and experience upto the required standard, i-iost of the f a c t o r i e s 
prefer t h i s sources, because personnel equipped with the desired 
experience background and eff iciency are procured 'such qua l i f ied 
appl icants can be recru i ted only through tne external sources 
of labour supply. 
2. i3ince the v;orkers are rec ru i t ed from la rge labour market, 
the best recruitment can be made without any d i s t i n c t i o n of 
cas tes , colour, r e l i g ion or creed. By adopting the external 
sources of labour supply the required rnan power are recru i ted 
i r r e spec t i ve of discrimnation of any kind agains t 
any prospect ive job seekers and the re fore , the 
recruitment i s conducted impar t i a l ly . 
(5) Tue t h i r d most important merit of eixternal sources 
of recruitment i s t h a t iu the long run i t i s very economical 
because po t en t i a l v/orkers do not need t ra in ing for t h e i r jobs 
i . e . , t he f a c t o r i e s r ec ru i t only those canuidates wtio f u l f i l l 
the requirements of the concern in respect of job . Therefore 
the company has not t o spend la rge amounts of money in 
imparting t r a in ing t o nev/ en t ran t s since through external 
sources of recruitment only those appl icants are r ec ru i t ed who 
have some p o t e n t i a l i t i e s necessary qua l i f i ca t ions and a b i l i t i e s 
and have the po t en t i a l to prove themselves as a s se t s to the 
e n t e r p r i s e . 
lteme:"its of iiixternal Sources : 
Kxternal sources have ce r t a in disadvantages. The 
chief among them are mentioned below : 
1. This system suffers from what i s cal led bra in-dra in 
espec ia l ly when experienced personnel are raided or hunted 
by the s i s t e r or r i v a l concern. I t suffers in the sense, 
t h a t we usually read various advertisements in di f ferent 
newspapers of the vacant pos i t ions for the workers who have 
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long outstanding experience, spec i f ic s k i l l with higher 
salary ar](;j o 'her monetax^y incentivei.i plus other adu i t iona l 
f a c i l i t i e s ' i n most case:;, the preserit workers want more 
saltiry '.-hen thsy f ee l thewselves capable which r e s u l t s in 
the res igna t ion of these sk i l l ed workers anu joinin;^ otlier 
concerns fo r be t t e r prospec ts . 
2, Another major drawback of external sources of r e c r u i t -
ment i s t h a t nev. and fresh appl ican ts have no job prospects 
when the industry ge t s the experienced per'soimel from the big 
labour supply market, f resh and experienced appl ican ts have no 
chance t o be r ec ru i t ed , Thereiore oppor tuni t ies art-, not provided 
t o t he f reshers or new app l i can t s . In t h i s way the employment 
conaition of t he s t a t e fu r the r suffers from the unhelpful 
a t t i t u d e of the pr iva te sector f a c t o r i e s . 
3 . The l a s t defect of p rac t i s ing the external sources 
of recruitment i s tha t i t takes a long time in the recruitment 
process of personnel . Recruitment through t h i s source passes 
through different process, leading to t he wait for a longer 
period . 
Thus various sources of recruitment are p reva i l ing in 
the i ndus t r i e s of U.F. and there i s no uniformity in the sources 
of labour for d i f fe ren t jobs . I t may not be f u t i l e t o describe 
here tha t the recruitment sources as they exis t today in the 
s t a t e a.re determined by the nature of an industry and i t s loca-
t i o n man- gement and s i z e . According t o the tudy of d i f fe ren t 
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i ndus t r i e s these sources oi labour supply are variea anci only 
those are adopted which are considered suit: ible convenient and 
economic according t o the requirement time, type and number of 
labourers required over tlje l a s t fo r ty year, 'i'he government 
employment exchanges bave played a very successful role in 
brin^'^m.^ tOti.ether t h e employers and the prospective job seekers . 
Therefore , in both public and pr iva te sec tors i ndus t r i e s aH 
the^e dii j :erent sources of labour supply are desisned and 
p rac t i sed fo r the recruitment of worker.!hough they are not 
s c i e n t i f i c sources of labour supply. The emfloyer f i r s t makes 
se lec t ion of the source which he expects t o procure the required 
labour conveniently then proceeds with the recruitment programme. 
I t would not be f u t i l e t o r ea l i ze t ha t the recruitment p rac t i ce s 
can be improved by studying the cor re la t ion among sources of 
recrui tment . Almost no effort i s made by most of the f a c t o r i e s 
of the s t a t e to f ina out the s c i e n t i f i c sources from which they 
can procure e f f i c i en t and s k i l l f u l vvorkers acLorain:,; to t h e i r 
requirement, 
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C H A P T E R - I I I 
MLThODS OF RKCRUITI^ iEI^ T OF II\iDUoTRlAL UBUUR lU U.P. 
iTaving examined t h e i n t e r n a l ana e x t e r n a l sou rces 
of l abour sup;,/ly in t h e i n d u s t r i e s of U.i;'. now l e t me 
d e s c r i b e t h e methods of recru i tment , fo l lowed in v a r i o u s 
i n d u s t r i e s of UP s t a t e , 
Uie t o pauc i t y of huaian r e s o u r c e s in urban a r e a s and 
t h e i r dependence on t h e s e r v i c e s of l a b o u r from t h e r u r a l 
a r e a s in t h e e a r l y days of t h e growth of i n d u s t r i e s , t h e 
r ec ru i tmen t system has grown up in a haphazard manner and 
t h e r e has been no implementat ion of any s c i e n t i f i c p r i c i p l e s 
of l abou r management. Many problems a rose in t h e way of 
r ec ru i tmen t of l a b o u r from t h e v i l l a g e s of t h e s t a t e due 
t o t h e r e l u c t a n c e of workers t o l e a v e t h e i r homes and t o 
do work in d i s t a n t c i t i e s unaer s t r a n g e environments and 
d i f f i c u l t s i t u a t i o n s . The r e c r u i t m e n t system nas had t o be 
fol lowed t o meet t h e c r i t i c a l s i t u a t i o n s and sometimes 
unques t ionab le methoas of r ec ru i tmen t have been adopted f o r 
t h e r ec ru i tmen t of I'ian-pov/er. 
JOBBERS ; Recrui tment i s made th rough j o b b e r s who a r e 
known by d i f f e r e n t names. A jobbfT does not owe r e spon-
s i b i l i t y , f o r a worker once he has /jot t h e work. The 
worker has t o approach him f o r job s e c u r i t y and becom-
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dependent on him t o secure a job as well as f o r t r a n s f e r 
t o a good work, ^ jobber i s not only a r e c r u i t e r but a lso 
sometimes a supervisor , a foreman or a gangman making his 
share in t he income of other labourers . In a a la rge number 
of f a c t o r i e s the jobbers are empowered to engage workers 
fo r continuous employment or d ismissa l of a worker at any 
tim.e. The worker has t o make for jobber a small regular payment 
out of each month's wage. In some cases the r ec ru i t ed worksis 
through jobbers , provide dr inks (Wine j , t h e i r wives and 
other offer ings . Therefore, t h i s method of recruitment has been 
leading t o br ibery, corruption and favourtism. Even in 
the publ ic sec tor en te rp r i ses too , help i s a l so sought of 
such in termediar ies and commission i s paiu to the jobbers in 
l i e u of recruitment services rendered by Them. 
In many f a c t o r i e s of Uttar Pradesn the system of jobbers 
s t i l l p reva i l s fo r the recruitment of sewi-sk i l l ea and 
unski l led workers. In f a c t o r i e s where the work i s seasonal 
l i k e Sugar f a c t o r i e s , k i l n Indus t r i e s e t c . , labourers are 
dismissed , only a fev* technic ians ana supervisors remain in 
the regular employment of the concern at the end of t he 
season, '.vhen the season commences again they are informed 
ana are r ec ru i t ed i f they appear themselves on the recruitment 
day . Both the organised and unorganised indus t r i e s have 
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l a rge ly depend upon a number of in termediar ies in order 
t o e s t ab l i sh contacts with the la"bour in the v i l l a g e s and 
to bring i t t o the c i t i e s . 
The method of recruitment in public sector en te rp r i ses 
i s qu i te d i f f e r en t . For example , recruitment of s k i l l e d 
labourers in Railways i s raaae through Hallway Service 
Commission at Allahabad, But the recruitment of unski l led 
labour i s general ly made d i r e c t . In the l ub l i c iiect^r 
undertaking f i r s t preference i s given to o. Cs and S.T's 
candidates With the objects of upliftment of these backward 
sect ions of the soc ie ty . 
Contract Method ; 
Contract method i s the process of r ec ru i t i ng labour 
through cont rac tors , i-iany i n d u s t r i a l concerns give cont rac ts of 
the jobs on lump sum payment to a contractor who may be an 
individual or a firm or even a senior labourer , t o r ec ru i t 
labour fo r t h e i r works. Contract labour i s d i f ferent from 
direct labour in terms of service r e l a t i o n s h i p s and ttie 
method of payment of remuneration. Those i n d u s t r i e s in which 
contract labour i s employed are up «:>tate F.-*. 1*. , railway 
the cotton t e x t i l e s industry, Cement, Paper, embroidery, 
Furni ture , Locks, building f i t t i n g s and mater ia l construct ion 
e t c . 
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Besides t h e r ec ru i tmen t th rough j o b b e r s , r e c r u i t m e n t 
of l a b o u r on c o n t r a c t b a s i s i s i n c r e a s i n g in d i f f e r e n t 
f a c t o r i e s of t h e s t a t e . The l a r g e e s t a b l i s h m e n t s g i v e 
out c o n t r a c t s of j o b s or of p a r t i c u l a r o p e r a t i o n s l i k e 
l o a d i n g and un load ing t o t h e c o n t r a c t o r s on lump sum 
payments, 
DECA^UALloATlONo OF LABOUR AND LVQL oCiidiEo ; 
Uuick employment of l a r g e working fo rce a t sho r t n o t i c e , 
in o rde r t o a c c e l e r a t e t h e work, prolonged absence ^t any 
s u i t a b l e pe r so rmel , raaclunary, employment ardencies or l ack 
of s u p e r v i s i n g s t a f f and s c a r c i t y of l a b o u r a r e some of t t ie 
re . .sons which compel t h e employer t o adopt the c o n t r a c t 
metnoa of r e c r u i t m e n t of i n d u s t r i a l l a b o u r . T h i s method 
i s p e r s i s t e n t l y p r e v a i l i n g in many f a c t o r i e s of t h e s t a t e 
because of prompt s e r v i c e s of l a b o u r e r s and many o t h e r 
b e n e f i t s , t o employers in t h e r ec ru i tmen t of c o n t r a c t l a b o u r . 
In case of c e r t a i n workers as in PWD , c o n s t r u c t i o n locks 
I n d u s t r y , Bu i ld ing m a t e r i a l s , t h i s system of c o n t r a c t l abou r 
i s very much convenient and economical . 'Some I n d u s t r i e s of 
U.P. have s t a r t e d t h e r ec ru i tmen t method by a system of 
c o n t r o l l i n g s u b s t i t u t e workers . This p r a c t i c e i s termed as the 
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b a d l i cen t ra l system or decasua l i sa t ion of workers v.tiicn has 
been formulated with the object of providing the badl ies 
re^iular work and eradica t ing the influence p rac t i sed by the 
jobber^i in the recruitment of workers. According to t h i s 
method, on the f i r s t of each month special ba^ly cards are 
de l ivered t o t he selected people who are required to appear 
themselves every morning at the factory gate when casual 
labourers a re recru i ted from among them. No worker i s r e c r u i -
ted unless badly workers having cards are ava i lab le and, 
considering t h e i r sen io r i ty , the vacant s i t u a t i o n s are 
f i l l e d . The f a c t o r i e s maintain a regular r e g i s t e r of sucfj 
workers f o r the purpose. 
Therefore under the ex is t ing method of recruitment the 
badly and casual workers, whose l ive l ihood mainly depends 
in 
upon temporary work were creating distribance/the 'inuustrial 
undertakings were asked to assemble at the begining of each 
shift, at the factory gate in search of work. The casual 
Vacancies createa due to absence of labourers are filled 
from this assembly of workers. This assembly of workers 
also consist of retrenched workers, due to business recession ; 
on account of pressure of the labourers to device a scheme /order 
to regulate their services of retrenched working force in 
preference to others, decasualisation and pool schemes were 
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evolved^and f i r s t introduced in Kanpur. The purpose of 
t h i s scheme was t o provide a regular supply of experienced 
and most e f f i c ien t workers t o the employers, i t was formula-
ted to c u r t a i l the int luence of jobbers over the f resh 
recrui tment . Therefore a scheme fo r the formation of a pool 
of retrenched labourers and for decasual isa t ion of workers 
was evolved by a specia l committee set up by the U.r^. Govern-
ment and introduced on l6 th April 1950, at f i r s t fo r 6 
months and ttjen for a year, and afterwards in view of the 
u t i l i t y i t was decided to continue i t . 
The scheme was introauced in kanpur and for i t s 
implementation sub-off ices of employment exchanges were 
opened in d i f ferent l o c a l i t i e s . 
According t o t h i s scheme the labourers are not required 
t o appear at every morning at ttie factory gate as was the 
p r ac t i c e in t h e * t e x t i l e mi l l s of kanpur. Unaer i t the 
workers themselves r eg i s t e red at the employment exchange 
serving the area coxicerned, and the f a c t o r i e s have t o sena 
t o the employment agencies the l i s t of dismissed workers 
on account of long absence from work and of those retrenched. 
Inaus t r i e s a lso not ify t h e i r vaCc:ncies to the concerned 
employment exchange, v/hich a f t e r mutual consul ta t ion among 
sub-off ices ask the labourers t o go to the factory concernea. 
This scheme ensures tha t no worker i s recrui ted d i r e c t l y . 
The casual i sat ion and pool schemes are s t i l l in^prac t ice and 
78 
cover cotton t e x t i l e s m i l l s , l e a t h e r f a c t o r i e s , o i l m i l l s , 
lock Industry and many other f a c t o r i e s of the s t a t e , In 
more organised sec tors and where niany en te rp r i ses in the 
same ini-iustry are located at one p lace , recruitment i s 
regulated by them. 
I tecasul l isa t ion ana Pool system enable the surplus 
labour from one unit t o be diverted, whenever vacancies 
occur, t o other p a r t i c i p a t i n g i n d u s t r i e s . The decasu l i sa -
t i o n and pool schemes are in p rac t i ce in the s t a t e ' s 
t e x t i l e mi l l s , l e a t h e r f a c t o r i e s and o i l mi l l s in ce r t a in 
regions . 
The various methods of recruitment of i ndus t r i a l labour 
can be discussed under the following headings : 
1) i^ rec t riethods 
2) Indirect Methods 
3) Third Party Methods 
( 1 ; iJirect Methods : 
Direct methods of recruitment of i n d u s t r i a l labour 
r e f e r t o the process of recruitment which i s undertaken t o 
a t t r a c t labour d i r e c t l y without any help of other agencies , 
inuiv iduals or f irm. In most f a c t o r i e s the mass workers 
are recru i ted d i r e c t l y , incept s k i l l e d workers, a part 
of the labour i s rec ru i ted d i r e c t l y at the factory g a t e . 
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The general I'ianager or labour superintendent or some other 
o f f i c i a l appointed by the employer r e c r u i t s the workers. 
The vacancies are broueht t o the knowledge of the present 
employees ana employers of other f a c t o r i e s whose recommendations 
are preferred by the r e c r u i t e r s . A few i n d u s t r i a l en te rp r i ses 
se lec t labour of f icers fo r the purpose ol' labour recruitment. 
The reorganised labour unions are also informed about the 
Vacancies, OQ f a r as sk i l l ed labourers are concerned. They 
are r ec ru i t ed by demanding app l ica t ions through advert isements . 
After receiving the app l i ca t ions , these are screened accordin^i 
t o the c r i t e r i a designed by the employer regoraing academic 
background, t echn ica l knowledge, experience, age, sex, 
mari tal s t a t u s , e t c . Then these appl icants are sent interview 
l e t t e r s tt) gather at the factory gate at one date and time 
fo r interview. This process of recruitment i s followed by 
employment t e s t s , personal in terviews, and other s t eps . There-
fore , recruitment for sk i l l ed labourers i s usual ly made 
through advertisements while the recruitment of unskil led 
anti semiskilled work?rs i s s t i l l maoe at tne fac tory ga t e , 
ilowever the services of jobbers are a lso u t i l i s e d in many 
f a c t o r i e s of UP in case of shorta^je of labour , liut under the 
iiiiployment Exchanges (compulsory n o t i f i c a t i o n ) vacancies 
Act 1959 both public ana p r iva te sec tors are required to 
f i l l a l l the vacancies through the emplovment exchanges. 
I ' irect method of recruitment a l so .includes sending the 
appointed t r a v e l l i n g r e c r u i t i n g agents to educational 
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i n s t i t u t i o n s and t echn ica l in.^titui e s , in case sk i l l ed 
personel are required wliile i ox- unski l led and iieiniskiileu 
employees cont rac ts with public and manned exh ib i t s 
and the expected source of labour supply are used. For 
procuring sk i l l ed workers, general ly the d i r ec t methoas 
of recruitment i s a l so employed by approaching the i n s t i t u -
t e s because most e f f i c ien t and hard working, v^orkers can be 
recrui ted from amongst them. Mostly recruitment froni 
tecnnica l i n s t i t u t e s i s done in cooperation with the 
placement off ices of the i n s t i t u t e s . This placement off ices 
usually co-operate in a t t r a c t i n g the s tuaents , making 
arrangement for interviews c-nd f i n a l l y help in tiie r e c r u i t -
ment process . Large sca le firms l i k e Modi groups of i n u u s t r i e s , 
Buckey i'lachines, Lohia fechines (Kanpurj Gloxo, CDF ,Uptron, 
Geep Indus t r i a l isyndicate (/illahabad ) h lec t ra , ^^ryana 
I'ieeters i^oida, Link Lock Factory of Aligarh, Tigers Locks , 
Harison Locks ^Vision works and other l a r^e scale ana small 
scale i ndus t r i e s keep t h e i r contact with the je i n s t i t u t i o n s 
placement off ices t o r ec ru i t working force regular ly for 
d i f f e ren t , Caures and v/orking pos i t i ons , oometimes these finjs 
d i r ec t ly contact the teachers about the s tudents . Other 
d i r ec t methods include senaing r ec ru i t i ng agents to difierex.t 
regions or ru ra l areas t o h i re labour when there i s a very 
t i g h t market of labour supply. 
In newly i n d u s t r i a l concerns,labour of u i f l e r t u t cadres 
i s d i r e c t l y a t t r a c t e d to the f ac tory for t h e i r jobs . The 
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entrepreneurs do not face any problems for labour as the 
workers s t a r t t o v i s i t tnemselves wiien they CL.me to knov/ 
re^arciirji.' the e>;istence ol the f a c t o r i e s . In new f a c t o r i e s 
when tne\/-come in to e>:istence mass recruitment i s clone, 
t he re fo r t the employer rece ives a l l the v i s i t o r s appl ica t ions 
and one day he c a l l s a l l the appl icants for interviev/. Thus 
the required su i t ab l e and ef f ic ien t sk i l l ed , semiski l led 
and unski l led v/orkers are recru i ted d i r e c t l y . 
When proauction has s t a r t e d , if adui t ional working force 
i s required, the recommendations of the present workers, 
other s i s t e r concerns, are considered and f i n a l l y the recommended 
appl icants of such persons are r ec ru i t ed . But when these 
sources f a i l in supplying the required number of labour othe r 
external sources are followed such as employment exchanges 
advertisements e t c . t o f i l l the vacancy in the organisa t ion . 
In case of highly sk i l l ed labour if i t i s not poss ib le t o 
procure them from these sources then tectmical and educatiori -
a l i n s t i t u t i o n s are v i s i t e d by the employer fo r recrui tment . 
After conducting t h e interview from the mass appl ican ts only 
the most su i t ab le and highly sk i l fu l candidates are 
rec ru i ted in t h e fac tory . In most of the newly es tabl i shed 
f a c t o r i e s labour i s a t t r a c t e d and recru i ted from di f ferent 
sources and methods. Ho uniform system of recruitment i s 
found in a l l t h e f a c t o r i e s because the re are varied methods 
and sources. The employer follows the most su i t ab le , l og i ca l 
and economical methods for recruitment of i n d u s t r i a l labour 
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many companies have found employees ' con tac t with t h e 
2 
. jubl ic a very e f f e c t i v e method. 
( 2 ; INDIRECT METHODS OF RECRUITMEINJT ; These invo lve making 
t h e aave r t i semen t of vacanc i e s in newpapers, on r a d i o s 
T e l e v i s i o n , p i c t u r e . h a l l s , i n j o u r n a l s and i n t e c h n i c a l 
magazines . Adve r t i s i ng in news pape r s i s an e x t e n s i v e l y 
usea method of r ec ru i tmen t i n U t t a r i-radesh when t h e de s i r ed 
s k i l l e d pe r sonne l a re not a v a i l a b l e from o t h e r sources of 
l abour supply . I t i s a very u s e f u l t e c h n i q u e f o r a t t r a c t i n g 
s k i l l e d , s e m i s k i l l e d a s wel l as u n s k i l l e d workers . C l a s s i f i e d 
a d v e r t i s e m e n t s a r e made in d a i l y newspapers a s we l l a s weekly 
e d i t i o n s of d i f f e r e n t news pape r s for t h e a t t r a c t i o n of a l l 
t y p e s of i n d u s t r i a l l a b o u r . The p r o c e s s of a a v e r t i s e m e n t 
appri&es t h e p r o s p e c t i v e job s e e k e r s r ega rd ing t h e i r 
e l i g i b i l i t y and sui tabiLi tyregarding tc^e r e q u i r e d q u a l i f i c a t i o n s 
of t h e job f o r which t h e adve r t i s emen t has been i s s u e d . The 
sea rch f o r t o p execu t ive might i n c l u d e a d v e r t i s e m e n t s i n a 
n a t i o n a l p e r i o d i c a l , while t h e adve r t i s emen t of b lue c o l l o r 
j obs i s u s u a l l y confined t o t h e d a i l y newspaper o r re^^ional 
• 5 , . 
t r a d e j o u r n a l s . Genera l ly i t i s observed t h a t t h e a a v e r t i -
sement of blue c o l l o r workers i s confinea t o t h e d a i l y 
newspapers or r e g i o n a l t r a d e j o u r n a l s , '^ 'he c l a s s i f i e d 
adver t i sement s e c t i o n of a d a i l y newspaper in i ingl ish o r in 
t h e Sunday weekly e d i t i o n s of t h e Hindustan Times, t h e Times 
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Times of India ' , Indian Express , the -statesman, the National 
Herald, the employment newspapers , Economic Times etc , carry 
advertisements for a l l types of vacant posts of industr ial 
labour. The other kinds of newspapers include, Aiiar Ujala, 
i-fenik Jagran, Aligarh Mail, Faisal , e tc . which carry the 
advertisements of the requirements of different categories 
of industrial workers required in the intrustries of the s tate , 
•such advertisements enable the job seekers to find out whether 
they are el igible to apply for the job for wrica the advert i -
sements has been issued, the advertisement in aifferent 
languages apprise the prospective job seekers regarding the 
vacancy in different regions of the s ta te . They then send 
the i r applications with deta i ls regarding the i r academic 
qualif ications, tectmical qualif ications, length of experience 
e tc . After receiving ox applications the employer screens 
these applications according to the set c r i te r ia and cal ls 
upon the selected applicants to face the interview. If the 
application of the candidates exceeds the ra t io 1:10 ie , for 
tne vacancy ten applications are received, in such a s i tuat ioi 
a t e s t is conducted which precedes the interview. This i s 
done generally for tne recruitment of skil led personnel. 
For the procurement of unskilled and semiskilled only the 
interview is the suitable method of recruitment of industrial 
labour . Indirect method of recruitment is generally followed 
in case of large scale industries and industrial undertakings of 
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U^ Jf^. (Sovernment but in the case of small scale industrial 
units no scientific principle is adopted and they usually 
recruit the required number of labour locally through the 
direct method. In rare cases the process of advertisement 
to attract the workers is adopted. 
From the fore going study regarding the methods of 
recruitment of industrial labour in Uttar Pradesh we conclude 
that no uniform methoa of recruitment is in practice . 
There are so many alternative methods for the purpose 
of recruitment, if one fails, the other is followed. Industrial 
enterpreneurs do not face any problem in the recruitment cf 
required labour without disruption of their production, 
O) THIRD PARTY METHODO ; 
Third party methods of recruitment include the use 
of state employment exchanges, private employment, agencies 
placement offices of technical institutes , recruiting 
firms management consulting organisations and friends and 
relatives, otate or public employment agencies also known 
as employment or labour exchanges, are the mvan agencies oi' 
4 
public employment.' 
•Employment exchanges are the majcwr" source of supply 
of labour in most of the UP industries. These employment 
exchanges are informed by the employer regarding their 
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categorisea labour requirements while the unemployed 
people get the information about the job through these 
agencies. These agencies are more effective method of 
recruitment which provides necessary help in getting the 
Job information about the labour market and wage rates. 
I-iany time^ the employment exchanges are considered as a 
sub-employer because most of the industrial vacancies are 
filled by this method of recruitment. In both the public 
sector and private sector inaustries employment exchange 
of the state assist to the possible extent in order to fill 
the vacant positions in the Industry. These agencies 
provide a wide range of services- counselling, assistance 
in getting jobs, information about the labour markets 
5 
labour and wage r a t e s . 
(2 ; In addi t ion t o Public iinployment i^xchanges t he r e are-
30 many Pr ivate firaployment Burueaus which r ec ru i t labour 
on behalf of t h e i r c l ient i n d u s t r i e s . The employer sends 
d e t a i l s of the vacancies t o these Bureau and requests them 
t o make recruitment according t o the s k i l l s required for 
the job . i iventually these off ices r ec ru i t the workers. 
These p r iva te agencies are brokers who bring employers 
5 
and employees together 
These off ices charge a very nominal fee from the 
job seekers as v/ell as from the employer because for s k i l l e d 
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workers they have to arrange various test^i and interview 
t o judge t h e i r s k i l l s for the vscsnt job. mny vacancies 
are f i l l e d by t h i s method in dif ferent i naus t r i e s of U.P. 
oometioies and in acute labour shortage and at t he time of 
excessive work in publ ic sec tor f a c t o r i e s , they a lso seek 
t h e i r help for t h e i r temporary recruitment progranime of 
i n d u s t r i a l labour, 
(3 J schools, Colleges and techn ica l I n s t i t u t i o n s a l so 
help in recruitment of labour . These educational o r g a n i s a t i -
ons e s t ab l i sh placement off ices where the bio-data and the 
required p a r t i c u l a r s of the prospect ive job seekers are 
kept , when vacancies occur in f a c t o r i e s , the concerned 
euii.'loyer approaches the nearby schools / colleges or 
t echn ica l i n s t i t u t e s for recruitment purposes. Thio i s a very 
economical and convenient methoclsof recruitment because 
varied type of v/orkers ane ava i l ab le in the campus ana at 
one time and they can be r ec ru i t ed according t o the r equ i re -
ment of the f a c t o r i e s . The employers of UP keep contact 
with these i n s t i t u t i o n s t o get inform-ition about the job 
seekers , and at the time of need of excessive labour they 
rec ru i t t he required number of workers from these educational 
o rganisa t ions . Thesf: general and t echn ica l , i.rofeosional 
i n s t i t u t i o n s provide blue co l l a r app l ican t s , white - c o l l a r 
7 
ana managerial personnel , ' 
(^j The four th method of recruitment of labour i s the 
recommended f r iends and r e l a t i v e s of t he present workers 
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of the f a c t o r i e s . When the workers come to know about the 
vacancies in the f a c t o r i e s they approach the employer t o 
introduce t h e i r r e l a t i v e s and f r iends ana submit the 
appl ica t ions on t h e i r behalf. Many Indus t r ies consider 
t h i s source more favourable because they have f a i t h in 
t h e i r present working force and they believe t h a t a good 
labour recommend only the labourious and hard working people 
t o r e t a i n t h e i r good wi l l in t he en t e rp r i s e . Therefore in 
many f a c t o r i e s of our s t a t e t h i s method is followed for 
recruitment of labour, oometimes the publ ic sec tor i ndus t r i e s 
a l so consider the recommendations of the present workers 
in recruitment of labour. They r e c u r i t these recommended 
appl icants ae casual labour or on muster r o l l b a s i s . These 
vacancies are f i l l e d on ad-hoc ba s i s , when the work i s 
f in i shed t h e si tucit ion of work comes t o normal and they 
are retrenched from the job . But again when vacancies 
are created they are r ec ru i t ed aiid on t he basio of s en io r i t y 
they became permanent workers of t he concern "throughone by 
one. Thus the recommendation of the present workers i s 
a lso a method in p r a c t i s e in both the publ ic and p r iva t e 
sec tors indus t r i e s of U.P. This method of recrui tment , 
hov;ever, suffers from a ser ious defect tha t i t encourages 
nepotism i . e , persons of one's community or caste are 
Q 
employed, who may or may not be f i t for the job . 
( 5 ; Trade Unions a l so provide s k i l l e d and semi-sk i l led 
\ 
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classes of labour^ There i s always a negot ia t ion between 
the employer and t h i labour Union regaruing t h e i r r e c r u i t -
ment, A ce r ta in percentage of vacancies a re f i l l e d by the 
recommended appl ican ts of the Trade Unions. Recruitment of 
I n a u s t r i a l labour through labour Unions is a very important 
p reva i l ing method in the s t a t e . These Unions have records 
of labour and make placement of the unemployed. These 
Unions are author ised t o r ec ru i t s k i l l e d , semiski l lea and 
unski l led workers. Labour unions maintain a f i l e of 
those teaiporary workers who have been retrenched, when any 
post f a l l s vacant in the fac tory , they recommend the 
candidates according to t h e i r s e n i o r i t y . In la rge sca le 
Industry undertakings these unions are more powerful and 
help in order* t o f i l l t he vacant s i t u a t i o n in tt^e f ac to r i e s . 
(6 ; Recruitment at the fac tory gate i s the most important 
method of recrui tment . Labour assembles at the fac tory 
gate but they a r e general ly r ec ru i t ed as causal labour, i-any 
Indus t r i a l Units of the s t a t e re ly upon casual labour 
who assemble a t the gate of the industry and a re ul t imately 
r ec ru i t ed . These appl icants come of t h e i r ov<n accord at tlie 
ga te . These appl icants a r^ general ly t r i e d because they 
have already worked in the en te rp r i se as casual labour 
ano therefore d i rec t recruitment i s made of such applicants , 
sometimes at t he time of t igh t labour market the employer 
r e c r u i t s the workers form the appl ican ts v/ho have sent t h e i r 
appl ica t ions in advance with the hope tha t if any s i t ua t ion 
i:. vacant, they wi l l be asked for work. In such a s i t ua t ion 
t he employer informs the appl ican ts and makes recruitment 
from these app l i can t s . The app l ica t ions received from such 
prospect ive job seekers are kept in a separate f i l e with 
the object of recruitment when t he r e i s s ca rc i ty of labour 
At present in many Indui>trial undertaking's the recruitment 
of labour at t he fac tory gate i s in vague, when any factory 
i s exis ted ,. labour comes at the gate and the employer 
r ec ru i t them. However, t h i s source i s uncer ta in , and the 
canuidates cover a wide range of a b i l i t i e s , Kven then 
many of our indus t r i e s make use of t h i s source t o f i l l 
9 
up casual vacancies, 
I^ iany f a c t o r i e s adopt t h i s method in orderto f i l l casual 
vacancies which occur due t o s t r i k e s , absenteeism,, i l l n e s s , 
and other reasons . These •vacancies a re f i l l e d when the 
appl icants assemble at the fac tory gate and the required 
number of workers are r ec ru i t ed and retrenched a f t e r the 
re tu rn of t he absent workers. This method of recruitment is 
a l so in p rac t i ce in most of the i n d u s t r i a l en te rp r i ses of the 
s t a t e . 
(7 ; Voluntary organisat ions such as p r iva te clubs and 
soc ia l organisa t ions a lso provide help t o the employer 
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in the recruitment programme. These organisat ions submit 
the a[4Jlication3 and names oi' unemployed youth, widows and 
other destitute;-, and recomiiiend them for recruitment 
according to t h e i r a b i l i t i e s and s k i l l s . 
Which p a r t i c u l a r source and method i s to be adopted 
depends on the planning of an en te rp r i se , the condit ion of 
labour supply, and negot ia t ions with workers organisa t ions , 
However, the personnel Manager must be in close touch with 
these d i f fe ren t sources and use them in accordance with 
his needs. The best management policy regarding recruitment 
i s to look f i r s t within the organisa t ion . It tliat source 
f a i l s , external recruitment must be made. Therefore the manage-
ment must examine and evaluate a l l the sodrces and methods of 
recruitment but adopt and prac t ices only those which serve 
the purpose of the organisa t ion . The object ives of the en te rp-
r i s e i s to procure e f i i c i e n t labour, must be achieved because the 
smooth running of the concern depends on the hard working 
workers. 
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C H A P T E R - IV 
RECRUITMENr PRACTICES OF INDUSTRIAL LABOUR INU.P. 
Recruitment practices may be defined as the actual 
process of hiring the prospective workers in order to 
cater to the man power needs of the organisation. This 
practice enables the management to recruit suitable 
workers for different jobs in the Industry. All the 
Inaustrial enterprises of Uttar Pradesh whether big or small 
scale and whether in public sector or private sector, have 
a recruitment programme. Since situations often fall vacant 
in the unit, the management is compelled to apply recruit-
ment practices continuously with the ultimate object of 
continuous production . This chapter examines the actual 
recruitment practices of Industrial labour in Uttar Pradesh , 
T© begin with , it may be observed that recruitment practices 
vary from organisation to organisation, industry to industry 
and sector to sector. These are determined by so many 
factors such as the size of the enterprise employment condi-
tion of the state or district where the unit is located, the 
effects of previous recruiting efforts which indicate the 
enterprises capacity to hire and procure efficient workers, 
working conditions and the determination of wages and 
incentives provided by the management^to its workers. Other 
factors which influence recruitment prattices include the 
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increasing demand oi" the product need the add i t iona l 
production which u l t imate ly requires more vvorkers, the 
expansion and grov/th a lso requi res more workers, 
hence such f ac to r s are responsible for more labour requirements, 
A well-thought out recruitment p rac t i ce necess i t a t e s 
a body of s c i e n t i f i c p r inc ip l e s of s t a i f i n g with the goal 
of f i l l i n g the vacant pos i t ions with e f f i c i en t personnel , 
i^very en te rpr i se expects product iv i ty from i t s workers a t 
each leve l and t h i s can be accomplished only where there 
a re s c i e n t i l i c recrui tment p rac t i ces in the organisa t ion , 
fhis p r a c t i c e would provide a very useful too l in the 
achievement of the aforesaid goals and wil l minimise the 
r i sks of unwise decisions in respect oi recrui tment of 
e f f i c i en t workers and can go a long way to make the industry 
run smoothly, with the r igh t type of personnel a t the r i g h t 
time and a t the r igh t p lace . 
There i s no p a r t i c u l a r recruitment p rac t ice for 
procuring i n d u s t r i a l labour appl icable to a l l i n u u s t r i a l 
en te rp r i ses of the s t a t e . Each i n d u s t r i a l organisat ion has 
i t s ov/n t a i l o r made procedure which brings lo r i t the 
desired qual i ty and quant i ty oi' human resources a t the 
minimum poss ib le cos t . Ihe most commonly adopted prac t ice 
is to cen t r a l i s e the recruitment and se l ec t ion function to 
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a single office namely personnel i-tepartment. All employ-
ment act ivi ty shoula be centralised if the policies of the 
top management are to be carried out consistently ana 
eff iciently . Only when personnel requisi t ions go through 
one central source and a l l employment records are kept 
uptodate, i s there a poss ib i l i ty of maximum efficiency and 
success in hiring . This centralised office is termed as 
the personnel Department of the recruitment office. The 
employees of t h i s Department or i^ection concentrate on the 
recruitment ac t iv i t i e s and very quickly they became spec ia l i -
sed and efficient in the use of different recruitment 
techniques. They evolve different methods and sources of 
recruitment and adopt the pract ise which they consider the 
best. 
In small scale industr ial enterprises, the recru i t -
ment practices are generally informal but in large scale 
industr ial organisations of the s ta te these procedures and 
practises are formally formulated and are assigned to the 
personnel and industr ia l re lat ions Department, The moat 
important aiu! of the process of recruitment i s to get the 
best personnel out of the people who are hired and to obtained 
the i r whole-hearted cooperation. To optimise the u t i l i s a -
t ion of the enterprises human resources, i s only possible 
when there is a sc ient i f ic recruitment policy. In many 
companies, th i s aspect i s to ta l ly ignored. The factories 
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hire a person when any worker quits or is fired, ouch 
practices usually prove to be economical but often a poor 
choice is made. In a dynamic economy like that of U.P. 
where business is to grow and fluctuate, scientific 
recruitment practises are very essential for effective 
industrial operation. According to the Indian Institute 
of personnel management , the most striking feature in 
the Indian labour market is the apparent abundence of labour. 
Yet despite, tremendous unemployment,the right type of 
worker is not easy to hire. Since new industrial workers 
are mainly drawn from rural areas of the state, they take 
time to adjust themselves to the new Industrial life and 
environment. Sometimes, they become fed up very early and even-
tually return to their native villages, others may return 
for long spells and some want to return once a year to 
their motherland. Labour unrest and absenteeism form a 
continuing problem in the U.P, Industries, This underlies 
the need for properly planned and comprehensive recruitment 
practises and policy in order to minimise the fear and the 
disruption of proauction by constantly changing labourers, 
i'iany Industrial enterprises of the state think that ' 
the best practice is to fill a vacancy from within the 
organisation, if possible, because it will keep the woiicers' 
morale high. 
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In U.P, the popular sources of recruitment which 
are in p r ac t i s e can be l i s t e d as below. 
1. iknployees within the organisat ion 
2. Badly or casual labour . 
3 . £inployment Agencies both p r i va t e and pub l ic . 
^ . Casual c a l l e r s . 
• 5 . Friends and r e l a t i v e s of t he present workers 
6 . Advertisements 
7. Labour con t rac to r s . 
To this list may be added radio, T.V, picture Halls, 
management consultants, schools and colleges, words of 
mouth and other firms. In U.P. we have Govern::.ent employ-
ment exchanges also these Employment exchanges are being 
established in all the regions of the state, they register 
the names of the prospective job seekers and make efforts 
to place them with some employers. Hence, complsory notifi-
cation of all vacancies to the employment offices is 
required by law. The recruitment practices can be improved 
if the personnel executives carefully conduct systematic 
and scientific studies regarding the correlation between 
sources of labour supply , methods of recruitment and 
subsequent Job performance. 
In the foregoing chapters of our study we have 
thoroughly discussed the sources and methods of recruitment 
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of Industrial labour in the state. But to elaborate 
our study further, it is essential to give a brief account 
of the major sources of recruitment which are actually 
practised in the state. We have classified the sources into 
two major categories, namely, internal and external sources, 
J-lie to certain limitations of internal sources of recruit-
ment the industrial enterprises are forced by situational 
factors to practise external sources of recruitment, 
because it is the only source which makes the recruitment 
practises more appreciable due to abundant supply of prospe-
ctive labour. The best selection can be made and the requisite 
number of man power can be hired for the vacant positions in 
the enterprise through these sources. External sources of 
recruitment offer new avenues to procure the right type of 
labourers, at the right time at the right place and in adequate 
number. While practising external sources, large number of 
applicants are either made to assemble or invited through 
applications and therefore, the best scientific recruitment 
is done in the state. The enterprises prefer only those 
applicants who possess the desirable qualifications, experi-
ences, skills, aptitudes, interests, abilities required 
for performing the work. The choice of personnel is made from 
the mass labour maritet. These objectives can not be achieved 
through internal sources of recruitment because very limited 
number of applicants are attracted from within the organisation 
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with the essential and scientific requirement of the job. 
It is observed, that in the long run external sources of 
recruitment are in practised to hire efficient labour 
force irrespective of caste, colour, sex and cread. The 
major reason of applying external sources of recruitment 
is that new recruitees do not require any training for the » 
job because experience and technically equipped workers 
are procured. In abort, it may be pointed out that these 
sources of labour supply are the best prevailing practise 
or recruitment through which the management gets young, 
competent and experienced workers and it consequently 
results in higher level of productivity and efficiency of 
the workers. 
The foregoing discussion which emphasises the 
external sources of recruitment dots not mean that 
internal sources have been completely ignored in the 
U.P. industries, Ihese sources too have their own utility 
and are being practised in the state, liut these sources 
have a limited practice in our state. Woth -withstanding the 
limited use of internal sources, these sources are more 
economical than external. Before implementing the recrui-
tment, the recruiters evaluate the sources and practice 
convenient and economical methods. But the ultimate sele-
ction of sources is made on the basis of situational factors. 
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For' i n s t a n c e , when a smal l number of v a c a n c i e s occur , 
t h e y a r e f i l l e d v / i th in t h e o r g a n i s a t i o n , but i n case of 
new e s t a b l i s h m e n t s , t h e employers have t o r e s o r t t o 
e x t e r n a l s o u r c e s . For an expans ion programme, e x t e r n a l 
s o u r c e s a r e fo l lov /ed . .Hence from t h e survey of v a r i o u s 
i n d u s t r i e s of t h e s t a t e we came t o a c o n c l u s i o n t h a t 
t h e r e i s no s i n g l e s o u r c e o r method of r e c r u i t m e n t in t h e 
s t a t e . They d i f f e r from o r g a n i s a t i o n t o o r g a n i s a t i o n . There-
f o r e i t can be s a i d t h a t r e c r u i t m e n t p r a c t i c e s a r e v a r y i n g 
in t h e s t a t e , 
For t h e purpose of conduc t ing a deep s tudy of r e c r u i t -
ment p r a c t i c e s in U.P. s t a t e , i t i s i m p e r a t i v e t o s tudy 
t h e s e p r a c t i s e s i n bo th t h e s e c t o r s s e p a r a t e l y , in t l ie 
p r i v a t e s e c t o r of t h e s t a t e , t h e r e i s no f o r m a l i s e d or 
i n s t i t u t i o n a l i s e d p r a c t i c e of r e c r u i t m e n t , S j t i n t h e 
p u b l i c s e c t o r , t h e r e a r e c e r t a i n p r i n c i p l e s , gu ide - l i ne :3 and 
i x i s t r u c t i o n s t o t h e r e c r u i t e r s wh i l e making r e c r u i t m e n t . 
RECRUITMENT PRACTICED IN PUBLIC SECTOR Ef^TERPRlSES OF UTTAR 
PRADii/SH -; 
As a l r e a d y p o i n t e d o u t , t h e r e c r u i t m e n t p r a c t i s e s 
d i f f e r from e n t e r p r i s e t o e n t e r p r i s e , u n i t t o u n i t and, 
i n d u s t r y t o i n d u s t r y . B u t P ,S ,Es a r e l e g a l l y bound t o fo l low 
t h e fo rmula t ed r e c r u i t m e n t p o l i c y of t h e .government.Heci 'ui tmont 
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practise aims at procuring competent and efficient hands 
for attaning the objectives of the industrial organisation 
and ensuring that their efforts are utilised to the fullest 
extent. The efficient and smooth running of any industrial 
undertaking whether in public or private sector depends 
upon the quality of its labour force and the extent to 
which they are motivated, Recruitment practices have special 
significance in an undertaking. The public sector enterprises 
of U.P. are given full freedom to create vacancies and 
recruit persons for all industrial work positions without 
any restrictions in respect of pay or service conditions,The 
public sector enterprises have a well framed recruitment 
policy which is a magnificant combination of different 
sources and methods of recruitment. Whenever, any vacancy 
is created, the public units fill the position only oji the 
basis of the guidelines of their policy. The best management 
policy regarding recruitment is to look first within the 
organisation. If that source fails external recruitment 
2 
must be t ack led . 
In a developing s t a t e of India l i k e U.P. , the P. .S.i-s 
have acquired a key place in the over a l l economic development 
of the s t a t e . They have been regarded as a vehicle fo r gener-
a t ing l a rge volume of employment in the s t a t e . Thise sec tor 
u n i t s today impi;n:ge atialmost every aspect of dai ly l i f e . 
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They bake breads, construct houses, weaveing c lo th , 
produce d i f ferent kinds of ^ g i n e e r i n g e l e c t r i c and 
e l ec t ron i c goods JLnother words they are every where. From 
the socia l point of viev.y t he publ ic sec tor i s very 
important and plays a v i t a l ro le in e rad ica t ing the unem-
ployment of the s t a t e because i t has been regarded as an 
important instrument of generat ing la rge volume of employ-
auant in U.P. Therefore, mass recruitment i s done through a 
well designed Recruitment policy in t h i s sec to r . 
As already observed in the previous pages, the rec ru-
itment policy of the publ ic sec tor undertakings i s well 
formalised anud i n s t i t u t i o n a l i s e d . So recruitment i s 
p rac t i sed on the bas i s of guidel ines and p r inc ip l e s assigned 
t o t h i s po l icy . In case of new i n d u s t r i a l es tabl ishments , 
the unski l led and serai-skil led workers are a t t r ac t ed from 
within the d i s t r i c t in which the projec t i s l oca l i s ed . -But 
t h e sources of Recruitment of s k i l l e d labourers are va r i ed . 
The Recruitment p r a c t i s e s of publ ic sec tor en te rp r i ses 
follow the following guide l ines and c r i t e r i a . 
( i ) Unskilled workers should be a t t rac ted from the l o c a l i t y 
where t he uni t i s es tab l i shed . 
( i i ) All e f fo r t s must be made t o r e c r u i t persons displaced 
from the area acquired for the undertaking, spec ia l ly from 
the scheduled cas tes and scheduled t r i b e s , 
( i i i ) The next prefernce must be given t o those who, even 
if they come from a d i s t ance , have been retrenched by other 
publ ic sec tor e n t e r p r i s e s . 
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( i v ) c k i l l e d workers and o t h e r n o n - t e c h n i c a l l abou r f o r c e , 
i l ' b a s i c q u a l i f i c a t i o n s and exper i ence a r e met, would be 
r e c r u i t e u with t h e same p r e f e r e n c e a s f o r n o n - s k i l l e d 
employees. 
(vj All t h e a p p l i c a t i o n s r ece ived a long wi th t h e l i s t 
p rovided by t h e employment exchange must be sc reened , and 
r ec ru i tmen t made by t h e s e l e c t i o n committees which compari -
ses of r e p r e s e n t a t i v e s from t h e s t a t e government, 
( v i ) Immediate and ad-hoc r e c r u i t m e n t s , i f made, a r e 
brought t o the knowledge of t h e s e l e c t i o n commit tees . 
S e m i - s k i l l e d and n o n - s k i l l e d workers who a r e s a i d t o 
belong t o c l a s s I I I and IV grade p o s t s were r e c r u i t e d th rough 
employment exchanges . The d i s a b l e d ex-servicemen a r e g iven 
f i r s t p r e f e r e n c e , a longwi th t h e r e t r e n c h e d workers of t h e govern-
ment, who a r e a l r e a d y g iven p r i o r i t y . Two members of t h e 
f a m i l i e s of defence s e r v i c e employees k i l l e d in a c t i o n a re 
l i a b l e t o get second p r e f e r e n c e , immediately a f t e r t h e 
d i s a b l e d ex-serv icemen, 
R£CRUITFiliMT'QF SCHEDULED CASTES AINID SCHEUULSU T R I B £ 3 ( S C S & oTs) 
An important c h a r a c t e r i s t i c s of t h e p u b l i c s e c t o r 
e n t e r p r i s e s r e c r u i t m e n t p r a c t i c e s i s t h e r e s e r v a t i o i i s in 
t h e r ec ru i tmen t programme f o r SCs/3Ts c a n a i d a t e s . As t h e po l i cy 
»?;i'= government i s t o c r e a t e a s o c i a l i s t i c p a t t e r n 
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of society in the country, it has fixed a definite 
percentage of reservations in employment of F.o, lis with 
the sole object of upliftment of these economically backward 
and downtrodden communities of the society. For the 
achievement of these objectives the govt, of Inaia has 
made the reservarions of SCs/STs candidates compulsory 
Since 1971. 
A formal directive issued in 1971, makes reservations 
compulsory for SCs/STs in public enterprises in the same 
manner as in the services directly under the ,t;oveminent oi indii 
the prescribed percentage for the two categories generally 
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being 15 percent and 7 rpe rcen t , respectively . The same 
percentage regarding recruitment of these classes i s maint« 
ained in U.P. s ta te public sector enterprises. 
P.Es have also been asked to give, the most earnest 
consideration 'Immediately ' to the following : 
( l ) That the standards of preliminary screening as well 
as final selection are suitably related to SCs/Sts 
and fixed lower then what would ordinarily be 
prescribed for the general category, subject of 
course , to the minimum standard of su i tab i l i ty 
necessary for maintaining efiiciency in the enterprises 
( i i ) that the experience prescribed should be r e s t r i c -
ted to the minimum and is lower then that normally 
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required for candidates of the general category, ( i i i ) 
that the cancessions in regard to age l imi t , qualif ica-
tions or experience for SGs/STs i s clearly stipulated in 
the advertisement and (iv) special pre-entry training the 
relevant trades or discipl ines , if necessary, i s arranged 
for the candidates selected on the basis oi" relaxed stand-
ards of su i t ab i l i ty . If tne dearth of SC/ST, candidates 
continues, P£s should organise special courses ta i lored 
to the requirements of such persons to impart the requisi te 
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sk i l l to them . 
The government fixed the responsibil i ty for implement-
ing the Qirective "on the Head of the i>ept in a formal 
manner both in the administrative ministries and public 
5 
enterprises. 
Therefore, the public sector enterprises of U.P. • 
s ta te are doing the i r best to implemei.t the govt Directive 
and recruitment policy decision regarding the recruitment 
of SCs/STs candidates. While discussing the recruitment 
policy in public sector undertakings. Prof Chatterjee 
maintains that employment often implies a l i f e loiig career 
with a single organisation. I'lobility of personnel i s 
severely limited except at the top levels . Appointments 
are generally made at the lowest levels ; technical and 
semi-skilled workers within these three groups are, 
in mo-it organisations, f i l l ed by promotions from within. 
104 
Thus , the recruitment practises with regard to recruit-
ment vary from sector to sector and company to company. 
By and large, the companies recruit the workers througn 
the combination of two or three sources. Howevers the 
recrutment practices in U.P. factories have not been very 
healthy and uniform and have been influenced greatly by the 
philosaphy and outlook of the management, soclo-cultural 
factors, economic and political conditions etc. In a 
survey conducted by the National compission on labour, it 
was observed that many mal-practisess such as favouritism, 
corruption, groupism and discrimination against workers 
existed in the recruitment practises of worker in U.P. 
Industrial concerns. 
However, a survey conducted of different public sector 
units reveals that all the public sector enterprises are-
required to consider candidates sponsored by the employment 
exchanges (over 535) and in most cases, confined the selection 
to these candidates. However, the private sector is not under 
any such formal obligation . Reservation of 2^J^ of vacancies 
for Scheduled Castes and Scheduled Tribes candidates and 
preferential treatment of displaced persons is a part of 
statutory requirement of govt and public sector employment 
in India,' 
Therefore, the following sources of labour supply 
are in practice in public sector undertakings of U.P. 
State, 
105 
1. Advertisement both external and in t e rna l 
2. Knployment Exchanges 
3 . Casual c a l l e r s and employment schemes 
k, SCs/bTs 
5. Recommended appl ican ts of present workers 
6 . Relat ives and f r i e n d s . 
7. Displaced persons. 
8. Other publ ic sec tor e n t e r p r i s e s . 
9. School and t echn ica l i n s t i t u t e s 
10,00ns of the r e t i r e d or premature dead workers 
11.Deputation personnel 
12,Transfer from other publ ic undertakings. 
13,Retirea mi l i t a ry and po l ice personnel i s a lso an 
important source of recruitment , p a r t i c u l a r l y fo r 
secur i ty jobs , and personnel jobs in the e n t e r p r i s e s . 
l4,Retrenched workers from other u n i t s . 
These are the methods and sources of Recruitment 
of i n d u s t r i a l labour in U.P. s t a t e en te rp r i ses in oraer 
to builci up a permanent and s tab le labour force fo r the 
smooth runing of t he undertaking. There i s no s ingle 
s c i e n t i f i c source of labour recruitment in the s t a t e . In 
case of some sources, these u n i t s are l e g a l l y , soc ia l ly 
and normally bourii t o adopt them in every condition and 
r e c r u i t only the prospect ive job -seekers who come under 
t he purview of these sources. Such sources have t o consider 
the l i s t s of candidates sponsored by employment exchan,-C3 oi 
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oCs/oTs. iJisplaced persons, reterenched workers of other units 
Trans!ei!^ e tc . The goveriainent f^ India has fixed a definite 
quota of reservation of these candidates which i s 
comoiunicated to the respective s ta tes of Indian union to 
implement in i t s recruitment pract ices . The recruitment 
practice through labour contractors / jobbers i s also pre-
vailing in public sector enterprises. To some extent the j^overn-
ment i s suggesting measures for eradicating these evi ls 
and malpractices in the Recruitment process. 
Unskilled labour Is generally recruited directly-
through interviews where the candidatefe past working 
experience, family status sources of income,number of 
family members, his in teres t , ab i l i ty and aptitude in 
respect of work etc . are considered. But in the case of 
semiskiliea and skilled labourers work t e s t precedes the 
ixiterview. These are the methods of recruitment in these 
concerns. Uie to increasing unemployment in the s ta te , 
the recruitment practices are becoming very s t r i c t and 
have to observe the principle of impart ial i ty . It i s many 
times observed that for one vacancy hundreds of application 
are received. Hence, i t i s ariuphill task to screen these 
applicants because a l l candidates have different professional 
backgrounds. In order to tackle t h i s c r i t i c a l s i tuat ion, a 
written tes t followed by a work t e s t and personal interview 
i s the solution. Therefore, for the recruitment of skil led 
and semi-skilled persomfel , wtitten t e s t , work t e s t and 
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individual interviews are t he recruitment p rac t i ce s of 
the publ ic sector u n i t s . The f i n a l recruitment i s done 
on the bas is of performance in a l l the t e s t s . 
Thus, t o meet these c r i t i c a l economic condit ions 
of the country, the government has formulated a s c i e n t i f i c 
recruitment pol icy f o r t he procurement of e f f i c ien t 
personnel in order t o match the r igh t man t o the r igh t 
job . 
Uae t o the prevai l ing bad condit ions in the country 
recruitment function has become challenging and many 
p a r t i a l and corrupt p r ac t i ce s have been reported in the 
recruitment of workers. Therefore the Uovpriuiieii't has issued 
ce r t a in p r inc ip l e s and guidel ines for recruitment in order 
t o meet t he requirements of Downtrodden and backward 
c lasses of the soc ie ty , Since then, t he policy has become 
more s c i e n t i f i c , v iable and soc ia l ly oriented because the 
major aim of the s t a t e i s to provide employment to a l l 
i r r e s p e c t i v e of c a s t e , colour, se>: and creed, in recruitment 
p r a c t i c e . The f i r s t preference must be given t o young, 
persons from fami l ies wtiose lands are acquired f .r the project . 
These people must be provided t r a i n i n g for employment. In 
case of recruitment of unski l led workers, preference must be 
given t o people coming from nearby areas or the neighbourhood 
of the p ro j ec t . oCs/i>Ts must be the f i r s t preferred appl icants 
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in recruitment. The recruitment practices must not be 
done entirely by the head of the undertaking. For this, 
a recruitment committee has been constituted, with the concenieu 
^tate and Government's nominee. In public sector enter-
prises, the practices are to some extent just and impartial. 
To sum up the recruitment practices^in U.P. state 
industrial undertakings are scientific and socially oriented 
and so the prime object of these public enterprises is being 
achieved. 
Here, I would like to emphasise the facts that since 
the upliftment of the backward and downtrodden communities 
like the development of backward regions of the stated is 
the government obligation and responsibility ,this burden 
must also be shared and owned by the enterpreneurs of the 
private sector enterprises. Private sector should also be 
compelled to undertake this social and moral responsibility. 
An act, therefore is suggested to be legislated so that 
it becomes obligatory for both the sectors to recruit and 
reserve certain percentage of vacancies for SCs /STs and 
other backward communities in order to establish the 
socialistic pattern of society which is the prime objective 
of the Indian Government. " 
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flEGRUITMfiNT PRACTICES IN PRIVATE SECTOR ENTERPRISES ; 
The problem of r e c r u i t m e n t i s very i n t r i c a t e and 
complex. Recruitment i s t h e p o s i t i v e p r o c e s s t o use human 
r e s o u r c e s i n o rde r t o meet t h e needs of s o c i e t y and t o 
employ e f f e c t i v e and s c i e n t i f i c measures f o r a t t r a c t i n g 
t h e l a b o u r fo r ce i n adequate number f o r b u i l d i n g up an 
e f f i c i e n t permanent working f o r c e . These sources i n d i c a t e t i i a t 
where t h e i n d u s t r i a l l a b o u r e r s can be d i scove red , from and 
and 
the method of recruitment deals with/how these sources must 
be tapped. 
The recruitment practices of industrial labour in U.P. 
private sector are not formalised and institutionalised. 
As in case of public sector, private sector also adopt numberous 
sources of labour supply. The sources of labour recruitment 
varies from company to company, unit to unit, c.nd industry 
to industry. In case of new industrial enterprises, naturally 
the private enterpreneurs have to seek the external sources 
of recruitment for mass labour supply and using different 
methods like direct, indirect and third party and also the 
contract method. But in future, if any vacancy occurs, 
recruitment is generally made from within the organisation. 
When expansion of the concern is to be made both internal 
and external sources are practised. 
no 
For the purpose of factual and deep study regarding 
the practices of recruitment in the private sector, it is 
imperative to go through different practices which comes 
under the jurisdiction or territorial boundary of the 
state. On the basis of survey, it can be said that the 
procedures of recruitment though formulated are not 
institutionalised. The survey of different factoiiesof the 
state was conducted in which we found the following sources 
for the prevailing practices of labour recruitment ; 
1. Advertisement both internal and external 
2. Employment exchanges 
3. Relatives and friends of present employees 
4. Recommendations of workers 
5. Casual callers 
6. Promotion, Transfer and, Demotions 
7. Labour unions 
8. Words of mouth 
9. Factory gate. 
10. Unsolicitated applications* etc. 
11- Others. 
In all over U,P, private sector enterprises, these 
were the sources found, practised in the process of 
recruitment. The recruiters evaluate all these sources 
scientifically and adopt the best in accordance with their 
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requirement of man power. The se lec t ion of these a l t e r n a -
t i v e sources of labour supply i s always based on s i t u a -
t i o n a l f ac to r s and on the wish of the euiployer, because 
the p r i v a t e sec tor en te rp r i ses are not put under any l ega l 
r e s t r i c t i o n s in t h e i r recruitment p r a c t i c e s . Therefore, 
they get fu l l Liberty t o use any source according t o t h e i r 
requirements of human resources as in the case of publ ic 
sector under t ak ings . In the case of unsk i l l ed workers the 
p r iva te employer eas i ly gets the required number of workers 
because unemployed young people assemble at the fac tory 
gate are r e c ru i t ed . In case of t i g h t labour market or labour 
s ca rc i ty , the advertisement and iinployment exchanges are the 
methods t o h i re l aboure rs . When these methods f a i l , jobbers 
and contractors are approached t o r ec ru i t the personnel on 
the behalf of t h e i r c l i en t i n d u s t r i e s . They are providea with 
commission in l i eu of t h e i r se rv ices . Some t imes, the 
ex is t ing workers are approached t o make t h e i r r e f e r r a l s fo r 
recrui tment . Consequently, when a l l these sources and methods 
f a i l the house t o house search of unemployed people i s a lso 
made in the s t a t e . Women are a lso encouraged t o work in the 
fac tory . Thus, t he r e are vario LE p r a c t i c e s of unski l led 
workers recrui tment . 
In the case of semi-ski l led and sk i l l ed workers, work 
t e s t and individual interview are in p r a c t i c e . However, 
the p r i v a t e employer does not face any problem in recruitment 
because the re i s tremendous unemployment in the s t a t e . These 
u n i t s procure e f f i c i en t personnel according t o t h e i r choice 
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and requirements. Th^se skilled vacancies are gsnerally 
f i l l ed within the organisation by promoting the present 
workers from lower level to higher level post. When the 
worker i s not available within the unit different sources 
are practised for the recruitment of these personnel.Hence 
i t may be pointed out that the sources of recruitment of 
industr ial labour are numerous in pract ice. No problem of 
labour scarcity i s being faced by the concern because 
abundant number of workers are l ikely to be available in the 
same vicini ty or proximity of the enterprise. 
From the above observation, i t i s quite evident that 
there i s no well de^.igned recruitment policy in practice in 
the private sector, in most cases, the white collar-workers 
are easily discovered in the vicinity of the enterprise, but 
for skilled workers they have to resort- to different sources 
to meet the efficiency of the enterprise. I t i s quite clear 
that recruitment in any large industr ial organisation i s a 
much more complex and extensive proceedure , Hence, the 
recruitment practices are executed on the basis of two major 
sources internal and external, which conveniently provide the 
regular supply of prospective potential candidates. In case 
of private sector the procedures were not ins t i tu t ional ised 
as whicii reveales by the survey of different private industries, 
The result of a survey of 36 companies conducted by the 
author, pertaining to recruitment practices reveals that U.P. 
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s t a t e i n d u s t r i e s r e l y much on t h e sou rces wtiich a re most ly 
informal ana n o n - i n s t i t u t i o n a l i s e d . The r e s u l t shows t h a t 
main sources of r e c r u i t m e n t of s k i l l e d , s e m i - s k i l l e d and 
u n s k i l l e d workers i n most i n d u s t r i a l concerns a r e th rough 
t h e recommendations of p r e s e n t employees or workers . Although 
r e c r u i t m e n t has been cons ide red an e s s e n t i a l plank of sound 
pe r sonne l management has been n e g l e c t e d a rea not only in t h e 
small s c a l e concerns but a l s o in l a r g e s c a l e ana p r o g r e s s i v e 
under t ak ing of both p r i v a t e and p u b l i c s e c t o r s . 
i^ ow l e t me study t h e r e c r u i t m e n t p r a c t i c e s in some 
of t h e U,P. p r i v a t e concerns on t h e b a s i s of t h e survey 
conducted by me, of these d i f f e r e n t i n d u s t r i e s or e n t e r -
p r i s e s . Sojae of them a r e b r i e f l y analysed below : 
MODI Jil^ffERFRIoES : 
Modi e n t e r p r i s e s c o n s i s t of Modi I n d u s t r i e s L td , i^ xodi 
sp inn ing and weaving m i l l s L t d . , Modipon Ltd, Modi Rubber 
Ltd . and Modi Carpets Ltd. Two big i n d u s t r i a l towns have 
come f n t o e x i s t e n c e as a r e s u l t of Modi ^ i t e r p r i s e s . Modi 
Nagar and Modipuram, Modi I n d u s t r i e s , Modi sp inn ing and 
weaving M i l l s and Modipon a r e t h e t h r e e major e n t e r p r i s e s 
which form t h e i n d u s t r i a l complex i n Modi Nagar, Modi 
Rabber, Ltd has been l o c a t e d f i v e k i l o meters aways from 
Meerut on Meeerut, Roorkee road which gave b i r t h t o a new 
town c a l l e d Modi puram Modi c a r p e t s Ltd . has been se t up in 
Rae B a r e i l l y . 
lid 
Let rae examine t h e Recruitment p r a c t i c e s i n Modi 
e n t e r p r i s e s s e p a r a t e l y , 
RECRUITMia^ PRACTICES IN MODI £iNfrERPRI;S£S ; 
For t h e success and c o n t i n u i t y of an i n d u s t r i a l 
e n t e r p r i s e , s i g n i f i c a n c e of adequate c a p i t a l , machines, 
and m a t e r i a l s caiinot be denied but a t t h e same t ime i t s 
human c o n s t i t u e n t s can not be ignored . The management 's 
prime f u n c t i o n and r e s p o n s i b i l i t y i s t o match t h e r i g h t 
man t o t h e r i g h t job a t t h e r i g h t t i m e . To meet t h e 
q u a n t i t a t i v e and q u a l i t a t i v e man-power needs of an 
o r g a n i s a t i o n , v a r i o u s sources of r e c r u i t m e n t a r e r e q u i r e d 
t o be explored and examined. In o rde r t o know t h e r e c r u i t m e n t 
p r a c t i c e s of I n d u s t r i a l l a b o u r i n U t t a r Pradesh , I n d u s t r i a l 
o r g a n i s a t i o n s ' w e r e v i s i t e d t o conduct d i r e c t i n t e r v i e w . 
MODI SPIlNilNlIi^ G AND WiilAVIiMG MILLS : 
In Mocii sp inn ing ana weaving M i l l s ( h e r e a f t e r r e f e r r e d 
t o a s Modi M i l l s ) i t has been d i scove red t h a t t h e r e e x i s t s 
no s y s t e m a t i c and sound p r o c e s s of manpower management. 
The e s t i m a t i o n of l a b o u r e r s n e c e s s i t a t e d in v a r i o u s s e c t i o n s 
and Lepartments i s done by t h e s u p e r v i s o r s and Departmental 
heads . The f i n a l approva l f o r t h e same i s g r an t ea by t h e 
execu t ive D i r e c t o r of t h e company. 
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In t he early years of the company, the re was no 
systematic proceedure for r e c r u i t i n g the workers,. As and 
when the requirements for labour force was f e l t , the 
ass i s tance of f r iends and r e l a t i v e s was sought and the 
people of the ru ra l area surrounding modi Nagar were given 
f i r s t p reference .Later , the recruitment function was 
assigned t o the labour of f icers and specia l recruitment 
of f icers who were r ec ru i t ed fo r the purpose. The unski l led 
workers were mostly recru i ted at the gate of the m i l l , 
Nowadays, due t o l e g a l compulsions and governmental 
cont ro ls and in te re fe rence , the recruitment p rac t i ce s 
have undergone a l i t t l e change. The sources used for the 
recruitment of workers a re as fol lows, (1) Factory gate 
{2) iiinployment exchange (3) Advertisement (4) Rela t ives and 
f r iends (5) Recommendations of present workers (6) promo-
t i o n s (7) Others, 
As f a r as the sources of recruitment are concerned, 
majority of workers are r ec ru i t ed through employment 
exchanj^e. The requests of labourers i s sent to the 
employment exchange with job descr ip t ion and job spec i f ica-
t i o n and accordingly,employment oxcbange sands ' l l fet of 
app l ican t s who are interviewed by the company's se lec t ion 
board- The recommendations of workers and t h e i r union 
l eaders are a l so given weightage. Most unski l led workers 
are r ec ru i t ed at the mil l ga te . Advertisement in dai ly 
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newspapers and pe r iod i ca l s i s used for eyper lnced,semi-ski l led , 
ana sk i l l ed personnel . Vvhen there i s dearth of sk i l l ed 
personnel in the loca l iiiployment exchange ana the labour 
market, the vacancies are adver t i sed in newspapers but i t 
i s done very seldom,The people working on higher sk i l l ed 
jobs in other r i v a l (competitive ) concerns are Also lurea 
by the company on increased salary and p r i v i l e g e s , 
2. MODI STEELS LTD. : 
The human resources requirements are estimated by 
each department of t he company. The Lepartmental heads are 
responsible for making es t imates . The f ina l approval i s 
given by the top management. 
Various sources of recruitment are usea for the 
purpose of recruitment of i n d u s t r i a l team in the company. 
The major source i s the Employment exchange. The sk i l l ed 
labourers such as e l e c t r i c i a n s , f i t t e r s , t u r n e r s , ve l ae r s , 
e tc are drawn from i n d u s t r i a l t r a i n i n g i n s t i t u t e s and 
the help of loca l employment exchani^e too i s sought. The 
jQnployment exchange i s informed while conducting d i r e c t 
recrui tment . The following sources are being prac t i sed in 
t he recruitment programme. 
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( 1 ; Fac to ry g a t e 
(2 ) fimployraent iicchange 
(3 ) Advertisement 
(4) Recommendation of employees 
(5) I n t e r n a l promotions 
(6 j Others 
The major source of requirement i s i^ployment 
exchange. Gene ra l l y , u n s k i l l e d workers a r e r e c r u i t e d a t 
t h e fbcoty ^ a t e . workers working i n t h e f a c t o r y a r e a l s o 
informed t o supply u n s k i l l e d and s e m i - s k i l l e d workers . 
The p r e v a i l i n g p r a c t i c e of t h e company i s t o r e c r u i t 
l a b o u r on temporary b a s i s in t h e i n i t i a l s t a g e , and r e t a i n 
them a s ' S u b s t i t u t e s ' o r b a d l i f o r sometime and t hen they 
a r e made a s permanent workers . Advert isement i s a l s o t h e 
main source in p r a c t i c e f o r t h e r ec ru i tmen t of h ighe r s k i l l e d 
p e r s o n n e l . Top management t r i e s t o a t t r a c t t op s k i l l e d 
l a b o u r e r s working i n o t h e r s t e e l e n t e r p r i s e s of t h e s t a t e . 
Such pe rsonne l a r e i n v i t e d t o work in t h e i r concern on 
enhanced s a l a r y and b e t t e r s e r v i c e c o n d i t i o n s and f a c i l i t i e s . 
(3) MODIPOM LTD ; 
In this enterprise the requirements of the Manpower 
of each Department are estimated on the basis of job 
requirement of that Department.section. The total require-
ments of all the Departluents are finally approved by the 
top manat^ement. 
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The management of i^-bdipon Ltd, p r a c t i s e s f a i r 
t r e a t m e n t of a l l a p p l i c a n t s ana no d i s c r i m i n a t i o n i s a l lowed 
on t h e b a s i s of c a s t e , c o l o u r , r e l i g i o n and r eg ion , e t c . The 
management p o l i c y i s t h a t r i g h t man must be r e c r u i t e d f o r 
t h e r i g h t j o b . While r e c r u i t i n g workers , t h e academic 
q u a l i f i c a t i o n s , e x p e r i e n c e , a p t i t u d e , i n t e r e s t and o t h e r 
p e r s o n a l and p s y c h o l o g i c a l q u a l i t i e s a r e given due impor tance . 
The p o l i c y of t h i s concern i s t o g i v e p r e f e r e n c e t o t h e l a i d 
off workers of t h e o r g a n i s a t i o n and t h e dependents and 
r e l a t i v e s of t h e p r e s e n t workers . 
The major sources of requitmexit a r e mployment exchange. 
Adver t i sement , workers r e f e r a l s , i n t e r n a l promotions and 
o t h e r s , etc .However, f o r s e m i - s k i l l e d and u n s k i l l e d worke r s , 
t h e employment exchange a r e informed througn n o t i f i c a t i o n by 
t h e company.The company e n t e r t a i n s t h e recoiunended a p p l i c a n t 
coming th rough r e l a t i v e s and f r i e n d s working in t h e o rgan i sa t ion 
4 . HARYAMA M£ET£RS UWIA : 
Th is e n t e r p r i s e i s l o c a t e d in Woida, D i s t r i c t Ghaziabad. 
For s e v e r a l y e a r s , t h e concern has been p r o g r e s s i n g and as 
s t i x l having i t s expansion programme. 
The man-power needs a re brought t o t h e n o t i c e of t h e 
top management which g i v e s t h e f i n a l approva l f o r r e c r u i t m e n t . 
Di f fe ren t sources a r e used in o r a e r t o bu i ld up a permanent 
working team. The sources fol lowed a r e : 
1 IQ 
1. Appl ican t s a t t h e f a c t o r y g a t e -^ x o 
2. Employment exchange 
3 . Advert isement 
4 . Recommendations of t h e e x i s t i n g pe r sonne l 
5 . ^^riend and r e l a t i v e s of t h e workers . 
Genera l ly , u n s k i l l e d workers a r e r e c r u i t e d a t t h e 
g a t e of t h e f a c t o r y . S e m i - s k i l l e d pe r sonne l sometimes 
come from surrounding v i l l a g e s or some t imes t h e workers 
get i n t r o d u c e d t o t h e r e c r u i t e r s . But i n t h e case of s k i l l e u 
l a b o u r , adve r t i s emen t in d a i l y newspapers i s p r a c t i s e d 
t o r e c r u i t t h e most e f f i c i e n t workers . Labour p i r a c y from 
r i v a l f i rms i s a l s o p r a c t i s e d in t h i s concern . 
4,BUCKEY MACHINES, BUCKEYE CEL.L3. SENAJRY FLASH LIGHT. LINK 
LUCK.PRAG MILL ETC;. huLA DOAPS 
These a r e s i x wel l reputed concerns a t A l iga rh , 
l o c a t e d in t h e i n d u s t r i a l complex of t h e D i s t r i c t . The 
major source of l a b o u r supply i n t h e s e f a c t o r i e s i s a p p l i c a n t ' s 
p re sence a t t h e f a c t o r y g a t e and most ly workers a r e drawn 
from t h e nearby r u r a l a r e a s , iinployement exchange i s a l s o 
p rov ided wi th a n o t i f iCcition of l a b o u r n e e d s , but a s a 
f o n n a i l i t y . The fo l lowing a r e t h e u sua l s o u r c e s , -u ich 
a r e i n p r a c t i c e i n t h e s e d i f f e r e n t s i x f a c t o r i e s : 
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1. App l i can t s a t t h e f a c t o r y g a t e 
2 . iimployment exchange 
3 . R e l a t i v e s aiid f r i e n d s of t h e p r e s e n t workers 
4 . Recommendations of t h e p r e s e n t workers 
5 . I n t e r n a l promotions and 
6 . Others 
Advert isement i s a l s o used but in r a r e c a s e s , when a 
h igh ly s k i l l e d worker i s r e q u i r e d . The r e c r u i t e r s donot 
f a c e any problem rega rd ing t h e i r r e c r u i t m e n t of l a b o u r , 
because , s k i l l e d , s e m i - s k i l l e d and u n s k i l l e d workers a r e 
e a s i l y procured wi thout any s p e c i a l e f f o r t . 
5 . G^EP IlMUUoTMAL SYNDICATE ; 
/ 
I t i s a p r o f e s s i o n a l l y managed company of Al lahabad . 
The r e c r u i t m e n t p r a c t i c e s i n t h i s company a r e a l s o t h e same 
as i n t h e case of o t h e r s . 
Adver t i sement , jiiployment Exchange, Recommendations 
of t h e workers . R e l a t i v e s and f r i e n d s of workers , I n t e r n a l 
p romot ions , a p p l i c a n t s a t t h e ga t e a re t h e u sua l sou rces i n 
t h i s concern . Gene ra l ly , t h e u n s k i l l e d and s e r a i - s k i l l e d workers , 
a r e r e c r u i t e u d i r e c t l y a f t e r informing t h e employment 
exchange. 3< i l l ed workers a l s o v i s i t t o t h e pe r sonne l depa-
r tment l o c a t e d a t Taskent road . These p o s t s a r e a a v e r t i s e d a l s o 
i n Newspapers. The e x i s t i n g workers of the f a c t o r y a r e a l s o 
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informed about l a b o u r r equ i r emen t s and t h e i r recommen-
d a t i o n s a r e cons ide r ed . The f a c t o r y a l s o r e c r u i t s t h e 
dependents and r e l a t i v e s of t h e l a b o u r e r s , 
6 . JAIM BULB KASGANJ-ETAH : 
Kasganj i s a small town of Etah D i s t r i c t which has 
given b i r t h t o Jain Bulbs S i t e r p r i s e . In t h i s e n t e r p r i s e 
u n s k i l l e d workers assemble a t t h e g a t e and a r e r e c r u i t e a . 
3 e m i - s k i l l e a and s k i l l e d workers a r e p i r a t e d from s i s t e r 
concerns on b e t t e r compensation and f a c i l i t i e s . The s o u r c e s 
employed i n i t s r e c r u i t m e n t p r a c t i s e s a r e , App l i can t s a t 
t h e g a t e , Recommendation of workers , R e l a t i v e s and f r i e n d s 
of p r e s e n t p e r s o n n e l , and o t h e r s . However t h e e n t e r p r i s e 
does not f a c e any problem r e g a r d i n g man-power r equ i r emen t , 
Jain Bulb e n t e r p r i s e i s p r ac i t i s i ng an e n t i r e l y informal ana 
n o n - i n s t i t u t i o n a l i s e d recJFUitment p rocedure and p r a c t i c e s . 
From t h e s tudy of d i f f e r e n t p r i v a t e concerns we reach 
t h e conc lus ion t h a t g e n e r a l l y , under t h e l e g a l compulsion 
t h e management is r e q u i r e d t o sena t h e employment exchanges 
t h e l i s t of p r o s p e c t i v e cand ida t e but t h e peop le a r e a l s o 
r e c r u i t e d d i r e c t l y .Corrupt ion and o t h e r m a l - p r a c t i c e s a r e 
a l s o r e p o r t e d in repu ted f i r m s . D i sc r imina t ion on t h e b a s i s 
of c a s t e , r e l i g i o n and reg ion i s a p r e v a i l i n g p r a c t i c e i n 
p r i v a t e s e c t o r u n i t s . 
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SUi^MARY : The present survey discloses that in U.P. in both 
the public and private sector undertakings different a l t e r -
native sources of labour supply are used. In case of public 
sector enterprises the recruitment practices are sc ien t i f ic , 
formal and ins t i tu t ional ised . But in private industr ies , the 
survey reveals that the practices of recruitment are informal 
and non-insti tutionalised in character. The major sources 
in order of preference are advertisement, -employment exchanges, 
friends and re la t ives , casual ca l l e r s , employee recommendations, 
vjordsof mouth, unsolicitated applications eve. The legis la t ion 
requires employers to give notif icat ion of vacancies to the 
employment exchange but i t is reported by many industr ial 
enterprises that t h i s source does not serve the purpose and 
i s found in-effective, Part icularly for skilled and higher 
ski l led workers. Many factories of the s ta te used varied sources, 
While examiiing c r i t i c a l l y the recruitment practices in U.P. 
private sector, i t may be pointed out that there is no single 
set pattern and practice of recruitment, Sccept in a few big 
uni ts , recruitment i s mostly t r ad i t iona l . 
I t is an established fact that recruitment practices 
depend upon various factors such as regional conditions, 
nature of enterprise, a t t i t ade of management, legal controls 
and market conditions etc. But the sources adopted by most 
of the companies are not formal and ins t i tu t ional i sed . ^ 
^1 
l a rge number of mis f i t s are rec ru i t ed in many organisation, 
at var ious l e v e l s due t o a number of reasons Including the 
important one of tremendous educated unemployment in the 
s t a t e . Under the prevai l ing condit ions of mass unemployment 
the people accept work i r respec t ive of t h e i r a p t i t u d e , 
i n t e r e s t , a b i l i t y and s u i t a b i l i t y . Furthermore, due t o 
masb supply of unsk i l l ed and semi-ski l led labourers the 
employers do not pay a ser ious a t t e n t i o n t o t h i s aspect . 
Thus in the context of U.P. s t a t e i t can be said tha t 
recruitment p r ac t i ce s are not uniform and vary from industry 
t o industry , region to region and sec tor to sec to r . Through 
these p r ac t i ce s ,^  few la rge sca le en te rp r i se s can be regarded 
as suitablyby.^; mope undertakings both in p r i v a t e 
and public sec tors are lagging behind in u t i l i s i n g the 
techniques and the methods of proper u t i l i s a t i o n of ava i lab le 
human resources because of uncent i f ic recruitment p r o c t i c e s . 
riowever^ the present p r a c t i c e s of recruitment of Indus t r i a l 
labour in U.P, requi re revamping Introduction of new techniques 
which 
and methods of r ec ru i tmen t / i s an impreative necess i ty 
p a r t i c u l a r l y in the p r iva t e sec tor of Uttar Pradesh. 
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C H A P T E R - V 
CQIslCLUSIQN AW SU(liLoJ:iON6 
Signif icant d i s s i m i l a r i t i e s have been emphasised 
per ta in ing to the aspect of ' sources and methoas of 
Recruitment of I n d u s t r i a l labour in U.P. Pr iva te and publ ic 
sec tor en te rp r i ses and more spec i f i ca l ly in the th ree Modi 
en te rpr i se and bther concerns of other D i s t r i c t s . Except 
fo r a few and la rge sca le ana progressive undertakings there 
i s no s c i e n t i f i c p r ac t i c e of recruitmeijt . The main sources 
of Recruitment have been en t i r e ly informal and n o n - i n s t i t u -
t i ona l i s ed in most of the i n d u s t r i a l concerns of the p r iva t e 
sec tor . However, under the lega l r e s t r i c t i o i i s and compul-
sions the enterpreneurs of p r iva te sec tor en te rpr i ses are 
bound t o make the recruitment of the quan t i t a t i ve and q u a l i -
t a t i v e number of personnel through the help of Employment 
exchanges, but the As. is tance of r e l a t i v e s , f r i ends , jobbers , 
con t rac tors , words of mouth, and the workers of the companies 
has a lso been in p rac t i ce fo r a long t ime. i t i s an 
es tabl ished fac t tha t the success or f a i l u r e of. an en te rpr i se 
depends upon the working team of the concern. However t h i s 
fac tor of production i s not yet recognised as an important 
f a c t o r especia l ly in the case of p r i va t e i n d u s t r i e s . Industry 
i s not a mass of machines or t echn ica l process but a body 
of men. I t requi res t a c t f u l handling.Therefore, to achieve 
^ hj O 
t h e desired eff iciency and p roauc t iv i ty would be qui te 
impossible if e f f i c i en t labour team i s not r ec ru i t ed . The 
e f f ic ien t labour force i s poss ib le only through the sc ien-
t i f i c process of recruitment of labour, but employers do 
not make any special e-i-forts in t h i s regard, ^ince t h e i r 
recruitment p r ac t i ce s are informal and n o n - i n s t i t u t i o n a l i s e d , 
they r e su l t in wrong recruitment of personnel leading to 
various i n d u s t r i a l problems l i k e , s t r i k e s , lockout, dharnas, 
gheraos and other forms of i n d u s t r i a l a i s p u t e s . These indu-
s t r i a l e v i l s are only, because of wrong matching of job 
with men. If s c i e n t i f i c sources and methods of recruitment 
are p rac t i sed , U.P. can become a more i n d u s t r i a l prosperous 
s t a t e of the Indian Union, The personnel Departments f o l l o -
wing the same obsolete and old sources for re6ruitment which 
r e s u l t s in ineff ic iency, low proauc t iv i ty and u l t imate ly 
slow expansion of the e n t e r p r i s e s . The personnel manager 
must r e a l i s e h is r e s p o n s i b i l i t y regarding employment and 
maintaining harmonious i n d u s t r i a l r e l a t i o n s between the 
employer and the employee so tha t the object ives of these 
members of an i n d u s t r i a l family or society may be a t ta ined 
mat^nificiently. Regarding the employment function, he 
shouia do his befet in procuring more loya l , f a i t h f u l and 
l^bourious workers, and should encourage them to merge 
with, in the i n d u s t r i a l l i f e so t h a t they prove themselves 
highly dependable workers and a s s e t s of the organisat ion with 
t h e i r industry and c a l i b r e . A sense of belonging must be 
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Created in t h e i r minds so tha t the expectat ions of both 
the management and the s taff may be met. 
In comparison with the p r iva t e sec tor e n t e r p r i s e s , 
the publ ic sec tor undertakings use formal and i n s t i t u t i o n a l 
sources fo r recrui tment . The recruitment p r a c t i c e s of U.P. 
Sta te u n i t s are s c i e n t i f i c are well implemented for the 
"purpose. That i s why, the performr.nce of the publ ic sec tor 
en t e rp r i s e s i s improving day by day. In Modi en te rp r i ses , 
Qnployment Exchange i s the main source of labour supply of 
sk i l l ed , semi-ski l led and unski l led ca tegor i e s . Uaring 
survey i t was found tha t a f ee l ing of d i s s a t i s f a c t i o n in 
respect of recruitment processes p r e v a i l s in the employees 
of MoQi Mil ls and Modi s t ee l en t e rp r i se which i s comparati-
vely strone^er in the workers of the former concern. However, 
we observed a complete s a t i s f a c t i o n in the employees of 
Modipon, be cause to some extent t h e i r recruitment p r a c t i c e s 
are formal and ins t i tu t iona l i sed . 
To make an overal l review of our concludine, t op i c , 
i t may be pointed out tha t unsc i en t i f i c recruitment 
p rac t ices are the major hurdles in t h e i n d u s t r i a l Development 
of U.P. It i s imperative on the par t of entrepreneurs t o 
t ake ser ious no t ice oi t h i s problem. They should not allow 
the use of improper procedure in the process of hir ing perso-
nnel because the u l t imate goal of s c i e n t i f i c management r e s t s 
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on the coordinated e f lo r s t of workers of the organisa t ion . 
Strong act ion must be taken t o t a ck l e t h i s problem of 
personnel management . I t i s advisable to t -ose who are 
concerned with the development and smooth running of Indust-
r i e s in U.P. t ha t they should devote t h e i r proper a t t e n t i o n 
t o eradica t ing recruitment cons t ra in t s in order t o build up 
an e f f ic ien t and permanent labour force fo r the organisat ion 
ana eventual ly , t o maintain the desired l eve l of p roduc t iv i ty 
and eff ic iency, informal and non - in s t i t u t i ona l i s ed sources 
and haphazard methods of recruitment can not be afiorded 
fu r the r . In order to meet growing needs of s k i l l e d personnel , 
the p o l i c i e s ana p r a c t i c e s are t o be redesigned and in t h i s 
regard the suggestions which are given below if considered 
can remove so many hurdles and hindrances which come in the 
way of s c i e n t i f i c recruitment p r a c t i c e s of labour . 
1. Personnel executives must be profess iona l ly spec ia l i sed 
in the f i e l d of personnel management ana i ndus t r i a l r e l a t i o n s . 
Before providing an independent charge these o f f ice rs must be 
imparted su i table p r a c t i c a l t r a i n i n g so t h a t they may u t i l i s e 
t h e i r knowledge, s k i l l s and in t e l l i gence more e f f ec t ive ly . 
The organisat ion must design short durat ion t r a in ing programmes 
during the tenure of t h e i r employment in the f ac to ry , so tha t 
the. def ic ienc ies may be removed and they may prove themselves 
as most e f f i c i en t and expert employment executives of indust-
r i a l labour . 
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2, Personnel executives should constant ly explore new 
sources of supply of working personnel, review and improve 
the metnoas as the effect iveness of a p a r t i c u l a r method or 
a source tends t o change unaer changing conditi-;n. A sound 
recruitment programme neces s i t a t e s the evaluat ion of each 
source from the point of view of the recxruitment q u a l i t i e s 
of workers, 
3 . The government of India i s advised to formulate a uniform 
recruitment policy at the na t ional l eve l anu inQ^stry wise 
p r ac t i c e s , p o l i c i e s and, programmes relevant t o recruitment 
be checked out in accordance with the National pol icy , 
4, lioth the p o l i c i e s , i . e . , the pol icy of union ^government, 
a t National l eve l and the unit wise p o l i c i e s must be f l e x i b l e 
in order t o meet the changing s i t u a t i o n and dynamic character 
of the people of the s t a t e . 
5 . fhe labour unions should have a share in the recruitment 
pol icy and programme of the organisa t ion . A de f in i t e percentage 
of recruitment of labour should be es tabl i shed ana the 
employer should de legate them au thor i ty to r e c r u i t the workers 
at t h e i r own i n i t i a t i v a or consiaer the recommended appl ican ts 
of these unions. These unions general ly recommenii the cases 
of fiaployees' wards of the company, provided the union i s one 
If the unions are more them one, then l abou re r s ' r epresen ta t ives 
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be irxjluded through general consesus and mutual under-
standing of the workers of the company. 
6, The major sources of recruitment must be the employment 
exchanges for the sk i l l ed , semi-ski l led and unskil led 
workers. But in the case of higher sk i l l ed vacancies other 
sources must a lso be prac t i sed so tha t des i rab le personnel 
may be r ec ru i t ed t o match the job . But a regular check 
should be made on the working of Employment exchanges 
in order to create a confidence in common people about t h e i r 
e f f i c i en t and impart ia l funct ioning. 
7. The people who come within the v i c i n i t y or from the 
surrounding v i l l a g e s must be preferred knd given weight-
age upto a cer ta in fixed percentage. The employers should 
r e a l i z e these people ' s r ight t o get employment in the 
fac tory f i r s t and not go t o other s t a t e or d i s t an t d i s t r i c t s 
of the s t a t e . 
8, For the sk i l l e a and comparatively higher s k i l l e d jobs , 
advertisement in d i f fe ren t da i ly newspapers at i t s National 
l eve l should be given in order to meet the spec i f ic qual i f ica-
t i o n s , s k i l l s , i n t e l l i g e n c e , t a l e n t s and ap t i tude for the 
specif ied jobs . 
9 . All the unso l i c i t a t ed app l ica t ions should also be 
enter ra ined . I t i s poss ib le to procure su i tab le prospective 
candidates economically. 
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10. Mal-practices of labour piracy i . e . the p rac t i ce of 
offering a b e t t e r job to an e f f i c ien t and highly s k i l l f u l 
worker working in another r i v a l or s i s t e r concern should 
be checked properly which has became a common p r a c t i c e 
in t he pr iva te sector en te rp r i ses of our s t a t e to snatch 
competent and i n t e l l i g e n t personnel from the publ ic sec tor 
undertcikings. Moreover, the p rac t i ce of Adv(?rtisiijg vacancies 
without the existence of jobs i s a lso unethical and unhea l thy ' 
which should be prevented. 
1 LThe government should exercise the feed-back tectujique in 
order t o discover the mal-pract ices of p r iva te sec tor u n i t s 
in recruitment p r a c t i c e s . Mere enactment of laws or passing 
orders i s not su f f i c i en t , i t i s a lso necessary to a s c e r t a i n 
whether the respec t ive l e g i s l a t i o n ' s have been implemented and 
are giving the desired r e su l t or not , 
12, The iinployer should assess h is own prevai l ing r e c r u i t -
ment p r ac t i ce s in the l i g h t of the past ones and if f u r the r 
modification i s required in t he policy must be done, 
13. Views must be sought at each l eve l of management 
regar<ling recruitment procedure of the company, because 
workers* s a t i s f a c t i o n i s of prime importance. 
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